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11th Hour Conference Information 


TACP Coufercuce 
Dates Draw Near 


There's Scill Time 





It is not too late to “firm up” plans to attend the 
67th Annual Conlerence of the LACP at the Hotel 
Statler in Washington, D. C., October | through 6. 

Hotel space is still available, but only a few twin 
Othe 
LACP 
Conference Housing Bureau, are the Maytlower Ho 
tel, Pick-Lee House and Lalavette Hotel. Reservation 
requests must be made to: 


bedded rooms remain unreserved at the Statler. 
hotels in the vicinity, participating in the 


LACP Conterence Housing Bureau 
1616 K Street, N. W. 
Washington 6, D.C. 


to avoid delays and for prompt recording of the res 
ervation., 


Program Outline 

Saturday, October | 
Reception for and meetings with officials from out 
side the United States and Canada, unde 
ol LACP Committee on International Relations and 
LACP ‘Training Division. 


Conference registration starts. 


direction 


LACP 
Recep- 
tion and get-together for delegates and guests, 5 to 


/ jp. m. 


Sunday, October 2 
Committee 


Conterence registration, 


Executive meets in- afternoon. 


Monday, October 3—Conlerence registration. Ol 
licial opening of Conference at 9:30 a.m. by Presi 
dent Charles W. Woodson, Jr., superintendent ol 
the Virginia State Police, in the Presidential Ball 
Hotel Statler Hilton. Addresses by top ol 
licials in Government and law enforcement, featuring 
address by Mr. J. Edgar Hoover, Federal Bureau ol 
Investigation, at 10:30 a.m. General 
journs at 12:30 pan. Early morning taining ses 
sion from 8 to 9:15 a.m., undei LACP 
Committee on Draining. 


room, 


session ad 


direction ol 
Police Education and 

\fternoon workshops: Education and ‘Training, 
Crime Prevention from 2:00 to 3:30) p.m.;) Public 
Relations, Organized Crime from 3:30 to 5:00) p.m. 


Tuesday, October 1—Program olf State and Pro 
vincial Police Section of LACP, 9:30 a.m. Workshops: 
Communications, Auto Theft and Arson from 9:30 
to Il am. Early morning training session, 8 to 
9:15 am. Adjournment 12:30 p.m. 


Wednesday, October 5—Program subjects on tral- 
lic, research and civil defense, 9:30 a.m. Workshops: 
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Legislation and Unilorm Crime Reporting, 9:30 a.m, 
Early morning training session from 8 to 9:15 a.m. 
Annual Banquet, Presidential Ballroom, Hotel Stat. 
ler, 7:15 p.m. (Dress optional) . 


Thursday, October 6—Call to 
IACP business session, 9:00 a.m. 
pletion ol 
12:00 m. 


order ol annual 
Continues to com 


agenda, adjournment approximately at 


Northwestern ‘TPA Graduates’ Luncheon 
Graduates of the ‘Trallic Police Administration 
Praining Program at the Tralfic Institute, North 

western University, Evanston, IIL, will hold thei 


8th annual reception and luncheon at the LACP Con 


ference. It is scheduled for 12:30 p.m., Wednesday, 


October 5, in the Pan-American Room olf the Hotel 
Statler-Hilton. 
\lumni of the “long course” should register for 


Praltic 
the IACP registration-and 


the reception and luncheon at the Tiistitute 
booth or at a table nea 


Headquarters desk before ‘Tuesday, October | 


Invitation from Mr. Hoover 


Exhibits concerning several of the most notorious 
public enemies and widely discussed crimes of the 
past gencration will be featured during the 
FBI tours which Director J. 


ranged for TACP members .and 


special 
Edear Hoover has a 
their families. 

In reiterating his invitation for delegates to. visit 
FBI Headquarters during their stay in Washington, 
Mr. Hoover said, “Special tours will be 
from Monday, October 3, Friday, Octobe 
7, beginning at 9:30 a.m. and ending at 4:00) p.m. 
\rrangements loi made by con 


tacting an FBI representative at the LACP Conte 


conducted 
through 


these tours can be 


ence or by telephoning or visiting our Headquarters 
in the Justice Department Building, Ninth Street 
at Pennsylvania Avenue, Northwest, in Washington 
Among the crime exhibits which the FBI will have 
Perminal 
Garage in Boston, Massachusetts, where the $2,775,000 


on display are a scale model of the North 


Brink’s Robbery was staged in January, 1950; picces 
of the wreckage gathered from the Colorado country 
side in November, 1955, following the dynamite ex 
plosion in which Jack Gilbert Graham killed his moth 
er and 43 other persons aboard a DC-6B passenger 
plane; and an enlarged copy of one of the ransom 
notes received by the family of Peter Weinberger 
in July, 1956, which assisted FBI handwriting experts 
to identily Angelo LaMarca as the infant's kidnaper. 

During their tours of FBI Headquarters, the LACP 
visitors also will be shown John 
Dillinger and other notorious gangsters of the “Tei 
rible Thirties”; microfilm, links and 
other espionage equipment used by Rudolph Ivano 
vich Abel, notorious Soviet spy who was apprehended 
in 1957; and a replica of the famous 33.6-carat Krupp 
Diamond which was recovered by the FBI approxi 
mately six weeks alter its theft in 1959. 
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The polygraph (lie detector) interview has been 


in use in screening applicants lor appointment to 
our Police Department for about three years. — It 
is one Major step in a series of steps taken to in 
vestigate the background of an applicant, and it is 
used to uncover information that might not normal 
ly be brought to light in a general background in 


vestigation. 


Information obtained through the polygraph inter- 
view is weighed and approved or disapproved with 
the same degree of selection as other favorable and 
unfavorable incidents are viewed and judged when 
brought to light in other fields of background checks. 
It should be mentioned that the validity of the lie 
detector test, however, depends upon the ability ol 
the operator himself. He must have highly special 
ived knowledge of what and how to ask and how 
to interpret the recorded reactions. A similarity ex 
ists between the competent polygraphist and the 
trained radiologist. The radiologist’s interpretation 
of lights and shadows on an X-ray film is a mystery 
to most laymen. The competent polygraphist’s abil 
ity to search and ask the right questions when a reac 
tion shows on his apparatus is just as mysterious to 


the layman. 


This is our procedure in’ processing applications 
lor the police force. First, there is the announcement 
of examination for probationary patrolman, and this 
details the many hurdles an applicant must overcome 
before attaining a position on the eligibility list fon 
The applicant must fill 
out a very detailed application form, submit a chai 


probationary patrolman. 


acter vouchers form (two required; if a resident ol 
the city, the vouchers must be city residents; if non 
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Gackgrouud Check by 
Polygraph Tuteruiew 
a Useful “ool 


By JACK A. O'KEEFE 
Chief of Police 


Stockton, California 


resident, they must be from community in which ap 
plicant has lived for past year), and an accident waiv- 
er form in event of injury during physical endurance 
and agility test. Results of the civil service examin 
ation, the endurance-agility test and medical exam 
ination are placed in the hands of the polygraph 
operator for use during the course of the interview. 
He also has the character reference Questionnaires, 
the prior employment questionnaires that have been 
completed by the applicant, and results of special 
investigation made by our department, including 


any fingerprint record 


The use of the polygraph is permissively worded in 
the examination announcement as well as in the 
consent form which the applicant signs, and these 
also contain authorization for use of the results by 
authorized persons. In the three years we have been 
using the polygraph interviews, no applicant has re 
fused to consent If and when such an occasion 
does arise, the matter will be brought before the Civil 
Service Commission where the applicant may state 
his reasons for refusal. At that time the Commission 
may accept his refusal, and in lieu of the polygraph 
interview have a more exhaustive check made ol 
his background or any other alternative that may be 
devised at that time 


The polygraph operator is hired as a consultant 
from outside city employment, for without city con- 
nection he will not have any knowledge of or ties 
with candidates prior to the interview. 


We have examined approximately 175 men appli 
cants and 3 policewomen applicants during the past 
three years. We find the average time spent on the 
interview per applicant is one hour and fifteen min- 
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utes. Extra time, of course, is required on particu. 
larly evasive applicants or reactions. 


The operator's questions are general regarding the 
information he has at hand on the applicant, and, in 
addition, he asks questions concerning use of liquor 
and/or narcotics, sex, military service, marital infor- 
mation, health, arrest record, work history and hones- 
ty and habits in general. 


The applicant is informed beforehand that the re- 
port will be reviewed by the Chief of Police and the 
Director of Personnel Services. We find that the poly- 
graph has helped us in evaluating an applicant's 
emotional stability. 


The opinion and/or evaluation of the polygraph 
operator is not considered final. Points brought 
out by him are given additional background checks 
so as to get as complete a picture of the applicant 
as possible prior to his appointment or interview 
with the Chief of Police and Director of Personnel] 
Services. These interviews, of course, are given to 
all applicants who receive a negative or possible 
negative report either from the polygraph interview 
or from other areas of their background checks. It 
has been our experience that possibly half of the per- 
sons rejected by the polygraph operator will be 
given a chance to prove themselves in the probation- 
ary period. In most cases negative qualities have been 
corrected in the probationary period and corrected 
to such an extent that the man becomes an excellent 
police officer. 


Alter each examination an eligibility list of 15 o1 
20) names receive appointments for polygraph inter 
view. Two or three eligibles failing to appear at 
these interviews is not unusual. Such failures to ap- 
pear may mean the applicant lost interest or the ap- 
plicant did not desire to have his background checked 
by the polygraph. You may draw your own con- 
clusions. 


Phese are a few of our experiences that have proven 
to us the value of the polygraph in the applicant 
screening process. One young man, 22 years of age, 
had passed all of our requirements, including the 
fingerprint record check. Through the polygraph 
procedure we learned that he had served 18 months 
in the reformatory lor robbery when he was 17 years 
of age. This man would have been appointed a 
police office had it not been for the polygraph in 
terview revealing this criminal record. Another appli- 
cant, who had passed very high in all other background 
checks and tests, was eliminated because he had had 
active homosexual relations less than 18 months 
before he took the police examination. Anothe 
applicant in filing his application for the job neg- 
lected to put down that he had been twice arrested 
for petty theft as a juvenile and also had a felony 
arrest as a juvenile in the theft of a motor scooter. In 
the usual background and fingerprint checks these 
facts were not revealed. These are just a few of the 
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many examples to show that the use of the polygraph 
does eliminate the undesirable from employment in 
a field that requires an unblemished background. 


On the other hand, the polygraph reveals infor 
mation helpful to the applicant. One, for example, 
Was a conscientious objector at one time, but through 
the polygraph interview it was established that he 
had no objection to the use of necessary force for 
the upholding of law and order. Without the use 
of the polygraph we might have prevented this man 
from becoming a good police officer, which he is 
today. He had been rejected by another law en 
forcement agency prior to his application with ow 
department, due to his conscientious objector back- 
ground. We stated previously that a negative quality 
brought out by the polygraph interview can be over 
come during the probationary period. It can be 
illustrated by the case of two fine Stockton police 
officers who have now completed satisfactorily th 
probationary period. The polygraph interview cleat 
ly showed that neither man had been ready up to that 
time to accept responsibilties. In the subsequent 
interview by the Chief of Police and the Director ol 
Personnel Services, it was pointed out to these two 
applicants what their shortcomings were in this r¢ 
gard and that this would probably cause them to be 
failures in the police field. Both men expressed a 
desire to prove otherwise during the probationary 
period. We agreed to this and were very gratified that 
they did succeed in overcoming this weakness. 


In the years before we initiated the polygraph 
interview we had some unpleasant experiences with 
both officers on probationary status and those who 
had obtained permanent status. In one instance, a man 
applied for appointment to the police force and turned 
in to the personnel office an honorable discharge from 
the armed services. After he left our department, 
we discovered that he had re-enlisted after the first 
honorable discharge and subsequently was dishonoi 
ably discharged because he was suspected of pimping 
and being a holdup man. Our background checks 
had not revealed this because the second enlistment 
period was so short the time element was not apparent 
in his application and because of the lack of con 
tacts with his former military associates, who wer 
not available for interview. ‘This unfavorable mili 
tary service record would have been unquestionably 
revealed if at the time we had had the polygraph 
interview. 


Po understand more thoroughly the problems ol 
screening applicants for the police service, I think 
we should delve into the migratory movement ol 
people in the United States today. As is true in j 
number of cities in this country, our residence re- 
quirements have been waived and applicants may [ile 
their application, take the examination and be ap 
pointed to the Police Department without ever having 
resided in the area. The natural thing for most ap- 
plicants to do is to give as references persons who are 
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ig Stretching the long arm of the law in New Orleans 
und NEW ORLEANS, LA. — Here’s a city that’s growing by leaps and 
7 bounds. In fact, by total area (363.5 square miles) it’s the nation’s 
third largest. A fleet of 49 Harley-Davidson Solos range far and 
ifor- wide keeping law and order in this sprawling metropolis. 
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a Harley-Davidson Solos get around more 
ng | ” 
: bridge the gap between you and trouble 
nt aaa Q t 
nt 7 
mn I Solo-mounted officers really do get around...around all obstacles. Nothing 
re stops these mobile vehicles from getting through to the spot where they’re 
lie needed — always poised to strike swiftly whether in crowded traffic or on 
sh busy expressways and fast-moving highways. . 
And no other police vehicle is more versatile. Use Solos on traffic conirol, 
ph criminal apprehension, residential and school patrol, daily emergencies, 
calamities, special duty, parade and escort duty. With communities 
_ spreading out and at the same time spreading thin your personnel, it is 
this flexibility that allows you to get the most out of your equipment dollars. 
nk The Solo for 1960 is better than ever. Mobile radio-phone, speedometer 
of clock control, siren and pursuit lights are improved features — add teeth 
d to law enforcement. Call your Harley-Davidson dealer. Or write Harley- 
e =| Davidson Motor Co., Milwaukee 1, Wisconsin for informative new 
le | brochure, “Intensive, Effective, Impressive Police Mobility.” 
> | 
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friendly to them and to name former employers whose 
employ they left in good graces. This makes the 
background checks rather difficult, as you will only 
learn the good points of the individual and not any 
of his faults or bad habits. The polygraph interview 
has eliminated this problem, since all bits of infor- 
mation are sifted regarding the applicant’s prion 
history, and we are then able to determine the man’s 
true character to a much better degree than eve 
belore. 

The polygraph is a major, useful tool for screening 
applicants and is highly recommended when used 
properly. But, similar to all other tools used for the 
screening process, it is not infallible. 


Experimental Test Program 
Police Setence Majors 
By Colonel H. N. Kirkman, Director 


Florida Department of Public Safety 
Tallahassee, Florida 





Phe Florida State University and the Florida De- 
partment-ol Public Safety are experimenting with a 
program that may pioneer widespread on-the-job 
law enforcement training at the higher educational 
level not only in our state, but on a national basis. 

Iwo Florida State University police science majors, 
Curtis Earp, Jr., 21, and Joe Cooke, Jr., 22, are spend- 
ing the final three months of their college education 
riding and working with state troopers in highway 
safety and traffic enforcement. They will continue 
their classroom-on-wheels study and training until 
their graduation, August 6. 

This experiment will determine the future course 
of such pre-employment training and its worth to 
students who are engaged in crime prevention study 
at the higher educational level. Our Department ol 
Public Salety applauds the test as a move which 
has great merit, offering police science majors actual 
pre-employment training which they would not get 
until after they had entered law enforcement work, 
a field where experience means a great deal. 

Phe Florida Highway Patrol for some time now 
has been using the on-the-job training method for 
new recruits, requiring the men to work and_ ride 
with experienced state troopers in addition to at- 
tending the recruit school. This has provided bet- 
ter trained men, men who know the score, so to 
speak, when the time arrives for them to go it alone 
on the highways. 

The men have trained under experienced state pa- 
trol personnel in such metropolitan areas as Jackson- 
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ville, Miami, Orlando, West Palm Beach and ‘Falla 
hassee. ‘Vhey work regular 9-hour days and alternate 
from one trooper to another and from troop to Woop 
within the Patrol. ‘They do not have the authority 
to arrest, but they do all the other chores that a 
state trooper is called on to do—from assisting the 
forgetful motorist who runs out of gasoline, to first 
aid, checking license numbers on suspected autos, 
flagging traffic at an accident scene, writing warning 
tickets beside a trooper who might be handing out a 
ticket for speeding. 

They get some olfice experience, too, including 
tutoring on operation of 2-way police radio, pro 
cedures in licensing and examining drivers, and the 
many other things required to minimize death and 
injury on the highways ol Florida. 

Phe police science majors have spent almost fou 
years studying theory in the police field, and they 
consider the experimental project: in ficld training, 
in their words, “of inestimable value to all people 
scriously interested in the science of law enforcement.” 

So far as is known, Florida is the first state to 
initiate such a training program for university stu 


dents. 


Traffic Supervision Award Judges 





In the photo above, the four Judges for the 1959 
IACP ‘Traffic Supervision Awards study the achieve 
ment records of the 8 states and 66 cities who were 
recipients of awards or certificates for last year’s per 
formance in traffic supervision. (Winners were an 
nounced in the July issue of The Police Chief.) The 
judges were, seated, |. to r., James Conlisk, Chiel 
of Tratfic, Chicago Police Department; Chief Ivan 
Robinson, Downey, Calil., Police Department; Col 
Homer Garrison, Jr., director of the Texas Depart 
ment of Public Safety; and Chief Bernard Garmire, 
Tucson, <Ariz., Police Department. Assisting the 
judges were, standing, |. to r., William Franey, Dan 
iel Reynolds and George Grotz, all of the National 
Safety Council. 
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Take the footprint 
of a newborn baby 
throw away the DISPOSA-PAD: 
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FAUROT No. 880 


Open FAUROT DISPOSA-PAD 


Touch cleaned and dried baby’s foot 
to the DISPOSA-PAD and then to the 
FAUROT Sensitized Form. Repeat the 
process with mother’s finger. 


Now available, for the first time, an individual, inkless pad to record each 
new born baby’s foot prints. Each individual, inkless pad is properly saturated 
with Faurot Inkless Solution to facilitate the recording of a clear permanent baby 
foot print, without mess or stain. The cost is just a few cents per child. 


The FAUROT DISPOSA-PAD is a unique product, manufactured under controlled 





FAUROT DISPOSA-PADS 










isposable Nl 

@ Dispo laboratory conditions to assure that each child has its own, individual, sterile pad. 
@ |nkless The FAUROT Inkless Method of foot printing, used successfully in thousands 
e Clean-no messy of hospitals today, is the simplest method ever devised for clean, permanent 
ink stains identification. This method was developed by our own laboratory experts, who 
have made the name “FAUROT” synonymous with quality and dependability for over 





a quarter of a century. 
DISPOSA-PADS are packed 100 to a box. 


The Sensitized Paper to be used in conjuction with the FAUROT Inkless 
System is available in stock forms or can be printed to your specifications. 


* Pat. Pending 


e Speed of operation 
9 Simple to use 
e Inexpensive 














“FAUROT’’ KNOWN THROUGHOUT EVERYTHING IN FOOT, FINGER AND HAND 
THE WORLD FOR QUALITY fF AU ROT, Inc. PRINTING IDENTIFICATION FOR 
P 
IDENTIFICATION EQUIPMENT 299 BROADWAY NEW YORK 7,N. Y. THE HOSPITAL 
BEekman 3-3170 
















In the Personnel Selection Process 


The Merits aud Application 
“) cal “/eeting 


By RONALD A. LACOUTURE 
Neuro-Psychiatric Tech., USN (Res. ) 
400 Gunson Street 
East Lansing, Michigan 








(About the Author: o his last ye 
the School of Police Michigan State Universit ) 


For the past few years he has alternated his time as student during 


My. LaCouture ts completing 
Administration, 


fall and winter months with serving during the summer as Chief of 
Park Police on Mackinac Island, Mich.. from which 


This study is presented mn full because of the n 


position IT 
recently resigned, 
creasing interest in’ psychological testing of police personnel as evi 
denced by project now underway in the New York City Police De- 





partment to evaluate testing procedures and results and by the ereat 
number of inquiries recetved by IACP Headquarters on the subject.) 





THE PROBLEM AND DEFINITIONS OF TERMS 


The use of testing procedures for government em 
ployees, including various forms of psychological test- 
ing, is by no means a startling new development. ‘The 
Han Dynasty in China employed intelligence tests 
in the selection of government employees as long ago 
as 165 B.C. Nor is the use of such testing procedures 
limited in application, for it is currently being em 
ployed in such diverse fields as the selection of ain 
lines hostesses, the elimination of those who are un 
likely to adjust to religious vocations and, of course, 
it is used extensively in the Armed Forces. (The 
United States Army has calculated that it costs $75,000 
to get rid of a neurotic soldier once he is inducted.) 
The Armed Services and private industries have real 
ized for some time the value of applying psychologi 
cal tests to their employees. It is time for the polic 
prolession also to realize this need. 


The Problem 


It was the purpose of this study to explore the 
psychological ticld and present the merits of psy- 
chological testing, as it would apply to law enforce 
ment personnel. 

Relatively little is known 
concerning selection of police officers by psychological 


Importance of the Study. 


methods. 
of psychological testing and the many studies which 
have borne [fruit in other areas, much of this infor- 
mation is not directly applicable to police work. 


Despite the wemendous growth in the use 


Psychologists, however, are making headway. 
Though there is an ever-present difficulty in the 
area of finding out for certain what it takes to make 
a good policeman, they have at least some concept 
of what makes a bad policeman. It is the purpose 
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of this study to point out some of the tests and ap 
proaches which can be used in selecting law enforce 
ment personnel; however, we must, for the time being 
at least, be satisfied with a negative approach = in 
this area. 

In keeping with this, | would like to say now that 
no single test is available to measure the host of 


ideal traits expected of a model policeman 
Definition of Terms 


Police. 


means the regulation and control of a community, 


Phe word, “police,” in its broad sense 


especially with reference to the maintenance of pub 
lic order, health, safety and morals. It has refei 
ence to that species of governmental activity which 
has for one of its chiel objects the protection of the 
lives, limbs, health and comfort of all persons and 
the protection of all property within the state This 
includes primarily the enforcement of law and ordei 
Officers chosen to carry out this governmental ac 
tivity are often known as belonging to the 
called, “Law Enforcement 

The Old Notion. 


tain persons, it was believed that a law enforcement 


group 
personne ey 


Entertained at one time by cer- 


olficer should be a bully assigned to the task ol 
keeping everyone in his place by loud voice if not 
by actual force. Fortunately this philosophy has now 
largely disappeared. 

Stull, law enforcement has continued to be “old 
fashioned” in its approach to selecting personnel 
\s we in law enforcement look back into the past we 
can still see “the old notion” is being entertained 
Examples of this are seen every day somewhere in the 
United States. 
last few months 


Who among us has not read in the 


newspaper headlines carrying a 


(Please turn to page 12) 
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Daddy says 7'll have my 
own room in our new house. 

J'll have a royal princess bed 
on golden legs 

and curtains with music in them 
when the wind blows. 

The windows 

will be gingerbread 

and there'll be a drawbridge 
to keep out wicked brothers. 








She’ll have her own room because Dad promised she would. Dad wiil also keep 
another promise... should something happen to him there will be money to pay 
the mortgage. His Prudential Mortgage Insurance has made certain his family 
can stay in the house they love. You can do the same for your family whether 
you own or rent the home you live in. Do it with Prudential Mortgage Insurance 


or Prudential Rent Insurance... just two of the many modern Prudential plans 





: : . %e 
available through your Prudential Agent...welcome him when he calls. Ue isyenee 


TO OVER 35 MILLION PEOPLE = INSURANCE MEANS PRUDENTIAL 








notice such as this: OFF-DUTY COP KILLS WIFE: 
POLICE OFFICER GOES BERSERK, KILLS TWO 
PEOPLE; COP COMMITS SUICIDE; or COP 
BEATS PRISONER? 

The above represents just some of the headines that 
the writer has seen in the last few months. When will 
this stop? How can it be stopped? The answer to 
these questions partly remains with how aggressive 
we are in applying a more forceful stimulus to the 
use of psychological testing in selecting personnel and 
also applying these tests every few years to those al 
ready serving as sworn personnel. 

Need for Testing. the reader by any chance is 
not completely “sold,” on the need for psychological 
testing, | would like to illustrate a story, or better yet 
an incident, reported indirectly to me by a_ police 
chief. 

A group of men, who met specified requirements 
and passed certain tests, were appointed as_patrol- 
men and assigned to the police school for training. 
After several days of instruction, a call came that a 
man was found dead in an entryway. To give the 
men of the school some practical experience in ob 
serving the gathering of data and in report making, 
the Chief instructed that the students be taken out 
on the call in cars. At the scene they were deployed 
at such a distance as not to interfere with the actual 
investigation. On arrival the officers found a man 
lying dead in a pool of blood in an entryway. In 
vestigation revealed that the victim, an epileptic, was 
descending the stairs when he had an epileptic seizure 
which caused him to fall from a landing over a banis 
ter to the entryway. During the fall, the man struck 
his head and the blow caused his death. On the way 
back to the station, several of the student patrolmen 
observed that one of their number was not only act 
ing peculiarly but that he was also saying odd and 
meaningless things. ‘The next day the man’s be 
havior was even more bizarre than the day before. 
He told a variety of tales, quite obviously false, that 
were so fanciful even laymen were certain that some- 
thing was wrong. The man spared the department 
further trouble and embarrassment because he was 
discharged immediately. 

It is certain that this man was not good olficei 
material, and it was fortunate for the department 
that this was discovered early. Had this man not 
been taken to the scene of the accident, which 
made his psycho-neurotic condition evident, he might 
have continued as a patrolman for a considerable 
time with no one aware of his difficulty. Evidently, 
a crisis situation, for which he was not prepared, 
would have been crucial for the welfare and safety 
of others. The hazard caused by this man’s failure 
in a crucial situation cannot be overestimated. 

It is imperative, then, that people who are emo- 
tionally unstable, predisposed toward mental ab- 
normality, or actually psychotic be eliminated early 
in the selection process. This, however, is not easy. 
People do not wear placards on their backs stating, 
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“Tam abnormal’’—neither are there any identifying 
marks, nor do they “show it in their faces.” The 
signs of abnormality are much more subtle; they are 
found in one’s behavior. 

Because a policeman works with people, some of 
whom are abnormal, he himself should be as free ol 
peculiarities and quirks as possible. As a means ol 
finding normal people for law enforcement work, 
a psychiatric examination is recommended. When 
the list of applicants is long, this procedure is tim 
consuming and expensive, and hence quicker and 
less expensive screening devices must be used.’ 


Psychology. Phychology studies human experiences 
and behavior. 
derive general laws for predicting how one will feel, 
think and act under given conditions with a view to 
controlling the conditions.” In recent years psycho 
logy has been defined in’ several ways. 
it is regarded as the study of human nature, at other 
times as the science of the nature and development 


It endeavors to describe facts and to 


Sometimes 


of living organisms, or as the science of mind and 
of consciousness. 

These and other similar statements of definition 
notwithstanding, there is considerable agreement 
among psychologists as to what modern psychology 
is and does. The one word that summarizes and 
gives unity to these various definitions is the word 
behavior. Briefly, and unscholarly, psychology can 
be defined as the science of. the behavior of living 
organisms. 

Applied Psychology. The advent ol applied psy 
chology is more recent. Almost no_ practical use 
was made of psychological principles until the pres 
ent century. The applied psychologist is concerned 
with such thihgs as the intelligence of an individual 
child who is backward school, the early emotional 
experience of a particular obsession, the changes 
in blood pressure of a given criminal suspect during 
examination, or the attention and reaction time ol 
a certain prospective employee. Until there was a 
partial shift from the study of general laws to the 
investigation of individual differences, the time was 
not ripe for applied psychology. Recent years, how 
ever, have witnessed marked advances in the con- 
tact of psychology with education, law, medicine and 


business. 


Psychology in Law Enforcement. Modern law en 
forcement is especially concerned with two things 
hey are (1) selection of personnel during initial 
recruiting and (2) promotion and efficiency The 
first of these involves primarily picking the right 
person, with the absence of abnormality as close as 
possible. ‘The second mainly deals with the place 
ment of persons in the type of work to which they 
are best adapted, and to place the person in such a 
' Psychology for Law Enforcement Officers, oe J. 
ean Charles C Thomas, Springfield, Ill. 1955, p. 61. 


- Principles of Employment — hology, Harold E. esi 
Sencar & Brothers, 1942, p. 
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THE LONG ARM OF THE LAW 








Thanks to fast, dependable 
Teletype communications, the 
law can stretch its long arm 
3000 miles in a matter of min- 
utes to collar a dangerous 
criminal. 





Private line teletypewriter 
service has proven itself be- 





cause of its superior speed, 
dependability and economy. That’s why federal. state 
and local law enforcers are relying more and more on 
this Bell System service. 


Teletype is smart to use because it provides a written, 
accurate record of all messages. Operators need little 
special training ...aren’t needed at all to receive the 
message. This means not only valuable man-hours saved 
and personnel freed for other duties but maximum 
message security. 

Private line Teletype is flexible, too, permitting ready 
increases in stations and circuits. And, of course, trans- 
mission is extremely fast and reliable. 





Messages can be transmitted to an individual loca- 


tion, to groups of stations or to all points on the network 
simultaneously. In minutes a message from Maine can 
be relayed to Ohio, South Carolina or any other point 
over the 17-state Eastern States private line Teletype- 
writer Network. An “All Points Bulletin” in California 
is received almost instantaneously by more than 300 
stations between Oregon and Mexico. 

Call your local Bell Telephone manager for more 
details about a teletypewriter system that pays off in 
more effective crime detection and prevention. 
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way that a return of utmost efficiency is a result. 
A third possibility would be the attempt of trying 
to find potential “neurotics” already in law enforce- 
ment and weeding them out. 


Psychology and Personnel Selection. The need 
lor psychology in selecting law enforcement personnel 
is obvious. Every police administrator is familiar 
with the occupational misfit, the square peg in the 
round hole. The explanation of the presence of 
such misfits in law enforcement is simple. Different 
tasks require for their satisfactory performance dil 
ferent mental and motor capacities. Individuals dif- 
fer in mental and motor capacity, and it is frequently 
the case that the capacity necessary for the job and 
the capacity possessed by the person doing that task 
do not correspond. Suppose, to take an oversimpli- 
fied example, that good memory is absolutely neces- 
sary for success in a given task and that applicants 
with good memory and with poor memory are avail- 
wble in about equal numbers. If they are hired at 
random about half of them are doomed to failure 
because they lack the requisite memory ability. A 
careful survey of almost any large police department 
would reveal many a policeman with slow reaction 
time vainly trying to keep up with a rapidly operating 
complex society, or a policeman with a defective at- 
tention attempting to concentrate on a task that is 
too complex for him, or a person with intelligence 
inadequate to grasp the problems and make the de- 
cisions necessary in his profession. 


With the development of mental tests, rating scales 
and statistical techniques, a wide field for scientific 
contribution to the problems of employment in law 
enforcement has opened up. 


There are, however, many aspects of personality 
that personnel psychologists in law enforcement, or 
for that fact in other fields, are unable to measure 
such things as honesty, tact and leadership. Some 
information regarding them is desirable in law en- 
forcement. It is at present necessary to depend in 
such cases on the judgments or estimates of persons 
who know the applicant in question. 





Personnel psychologist in law enforcement is a 
new term. However, let us hope that someday they 
will be able to find us the perfect policeman. Cer- 
tainly when this ideal is achieved, the world will be 
a better place for all of us. 


OUTLOOK FOR LAW ENFORCEMENT PSYCHOLOGY 


As individual scientists and larger organizations 
«contribute toward the advancement of law enforce- 
ment psychology, much depends on the attitude of 
those involved. 


The attitude of the policeman toward employ- 
ment and pre-induction psychology has not mani- 
fested itself unmistakably as pro or con. Of course 


14 AuGuSsT, 1960 


there is a natural suspicion of any innovation that 


apparently aims at efficiency. There have been in 
stances when methods of scientific management have 
been misused, not through any fault of the principle 
but because of abuse of the practice. Employees have 
observed improvements brought about by such meth- 
ods without any measurable benefit to themselves 
and they naturally have been disgruntled. This 
attitude has not extended to mental tests to any 
great degree. Some applicants who take such tests 
seem quite interested, others take them as a mattet 
of course, and a relatively small number are annoyed, 
feeling that this is an undesirable method of becom 
ing a police officer. 


This hostile attitude, however, is ungrounded. Psy- 
chological tests aim to benefit the employee as well as 
the administrator. The man who has an aptitude for 
becoming a good police officer will enjoy his work 
and in general will be happier. Applied psychology 
is distinctly impersonal. It aims to discover the 
facts and derive methods, regardless of who uses 
them. The psychologist could just as well be re 
tained as a consultant by the patrolman as by the 
administrator. Theoretically, a police department 
operated by a council of policemen should be just 
as interested in psychology as one run on the usual 
basis. 
realize the impersonal character of employment psy 
chology. They should be made to see the advisa 
bility of not giving a man a job and a wage arbi 
trarily, but of discovering and developing his particu- 
lar ability to the best advantage. 
trator makes no waste so far-reaching as misdirected 
human activity. This misdirection affects not only 
the police applicant, but the group which are consid 
ered sworn personnel. 
enforcement personnel hits all of us, including th 
police officer himself. 


It is desirable to educate the patrolman to 


Phe police adminis 


This type of waste in law 


The attitude toward actually taking psychological 
tests is reasonably satisfactory, and is becoming more 
so. This is largely due to their increasing use in 
the educational system. Most applicants for the po 
lice service these days have already encountered psy 
chological tests in school. 
cept them, much as they do the medical examination, 
as a routine part of the procedure of getting a job. 


People are coming to ac 


The attitude of management toward employment 
psychology and selection psychology is likewise im- 
portant. While some administrators still feel self 
sufficient in dealing with the human element, the 
majority are coming to relate their own opinions to 
scientific evaluation. They must, moreover, appreci 
ate the scientific attitude and the necessity for inves 
ligating minutiae, for repeating observations again 
and again, and for amassing statistical data. They 
must consider the general results rather than the in 
dividual case which may be an exception to the rule. 
When dealing with vocational prediction it is a ques 
tion of probabilities, and even though the methods 
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NATURAL POSITION...NATURALLY COLT 
Colt’s Trooper—.38 Sp. or .22 L.R. Strong hand or weak hand, 


the barricade positions give maximum protection and maximum 


accuracy to the shooter. In the Practical Pistol Course, the 


positions are fired weak hand first, single action at 50 yards, then 


reversed for double action at 25. 





“Se. With strong right hand, 
» left foot is one step 
% in front of ee 
\ right foot; gaan 


















pes forming V 
iwege right 
my Wrist, holding 
fee Zun against 

er barricade. 


m=® Colt’s .38 Sp. 
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‘service shooting 
+ with a 4” barrel 
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“for police 
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a: THE BARRICADE POSITION - ONE OF A SERIES - COLT’S PATENT FIRE ARMS MFG. CO., INC., HARTFORD 15, CONN. 








are rather successtul there are bound to be some et 
roneous predictions. 

Police administrators must learn to consider the 
proportion of successful placements, rather than the 
results with a single employee. Finally, they must be 
patient with the slow, painstaking character of scien- 
tific research. 


INTRODUCTION TO PSYCHOLOGICAL TESTS 


“Tf you treat an individual as he ts, he will stay 
as he is, but if you treat him as if he were what he 
ought to be and could be, he will become what he 


ought to be.” —Goethe 


It would be convenient, if it were possible, to de 
cribe people psychologically in terms of a special kind, 
a certain type, or an index number. Conceivably, a 
chiel of police could then requisition a new patrol- 
man much as he would order a new tire for his car, 
size 6.70X15. Unfortunately, however, people can 
not be typed and measured as objectively and ac- 
curately as tires or other material products. People 
differ in so many ways. While any number of men 
may be the same height, they differ from each other 
in hair coloring, in weight, in length of foot, and 
several not easily observed psychological character 
istics, such as measured intelligence, mechanical abil 
ity, or interest. 

Every day, police administrators are laced with the 
challenge of identifying potential police officers with 
the characteristics needed for the jobs in that par 
ticular department. An inexpensive and_ elfective 
method of selecting personnel for law enforcement 
is needed, but it must be a method which is known 
to be useful in improving the “batting average” in 
the selection of good men. One of several techniques 
which is recommended, and for which this paper is 
being written, is the careful measurement and_ use 
of manpower according to measured abilities. Pop 
ularly, this is known as “psychological testing,” or 
simply “testing.” 

Indirect is the word used to describe psychological 
tests. These tests are constructed in such a way that 
the display of an individual's behavior called for by 
the test (such as answering the questions of the 
test) is compared to the behavior of other persons 
who take the test. The procedure is indirect, since 
on-the-job behavior is not observed. 


The Scope of Test Use 
Testing Programs. ‘Testing programs are on the 
upswing in industry, if one is to judge from surveys 
made. 

It has been estimated that in one year 20,000,000 
Americans took a total of 60,000,000 psychological 
tests.* 

Large industries have encouraged the cross-fertil 
ization of ideas between their management leaders 
and educators from universities and colleges. Gener- 
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al Motors, for whom I have had the privilege of being 
employed, began a series of conferences a few years 
ago. A portion of the conferences was devoted to 
a discussion ol personne! testing. In commenting 
upon the utility of testing, Vernon G. Schaefer, who 
has had experience with the technical as well as the 
practical side of testing, said: “The battery of tests 
now serves to select and place people on jobs who 
have a greater prospect of adjustment, personal satis- 
faction on, and productive success on the jobs fon 
which they are selected.’ 

Professional groups, among them medicine, law, 
enginecring, and more recently, accounting, have con 
tributed funds to research projects to develop tests 
for improving the selection of personnel for the pro 
fession. 

Applicc: +o Iaw enforcement, similar researches can 
be of considerable aid. “Too often there is a tendency 
to reject tests because of their lack of perfection in 
identification of the individual man with the quali 
ties sought for employment. At present, the goal ol 
testing is not perfection in prediction of success of 
applicants; rather the goal is to improve present pro 
cedures for selection. 


Test Scores. ‘Test scores cannot be said to be more 
than an aid, an ancillary indicator which, used with 
other indices, can be helpful in placing, utilizing 
and promoting satisfaction of employees. Job satis 
faction of employees may be expected to increase il 
workers are placed on jobs where their abilities ar 


more fully used. 


Values and Limitations of Testing 
Meaning of Test Scores. Tests yield raw scores 
By themselves, the raw scores are not meaningful 
It is necessary to relate them to some index which does 
have meaning, one which will indicate an individual's 
performance compared to others. It is always neces 
sary, therefore, to give the tests to a number of pei 
sons, several hundred if possible, and describe the 
performance of the group of individuals who took 
the test, using their distribution of scores as “norms.’ 
This provides a basis for comparison of an appli 
cant with groups. This, of course, is an ideal sit 


uation with a controlled group 


For Vocational Counseling and Placement est 
scores can be useful in estimating probable success in 
an occupation. ‘Test scores, interest inventories, and 
related devices aid in suggesting the most appropriat 
vocation for one choosing a career. University test- 
ing centers administer a wide variety of tests to en 
tering freshmen to enable counselors to guide new 

Psychology of Personnel in Business and Industry, Ro 
bert M. Bellows, Prentice-Hall, Inc. New York 1954, p 
280. 

‘ Methods in Social Research, William J. Goode and Paul 
K. Hatt, McGraw-Hill Book Co., New York, 1952. 

5 Vernon G. Schaefer, at the Third Conference with Col- 
lege and University Educators, Detroit, 1957. 
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Remington Model 870R and 87O0RSS Riot Gun 


Now the smooth, fast pump-action Model 870R is two guns in one: With standard barrel it remains 
the perfect all-purpose riot weapon. With a quick change to a special barrel with rifle-type sights 
it becomes Model 870RSS to deliver rifled slugs with bull’s-eye extra accuracy. The interchange can 
be made easily without tools. With either barrel, you can always depend on Model 870. 


For training, for emergencies 
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students into areas in which they are most likely to 
be successful. 

The usual practice is to give a number of aptitude 
tests, such as clerical aptitude, personal adjustment, 
artistic aptitude, mechanical aptitude, plus an inter- 
est inventory to see if the person being counseled has 
interests similar to those of people already in the 
occupation for which training is being considered. 
Such test scores are but indicators of probable career 
They ave not conclusive evidence that the 
testee will be successful, but are suggestive in point- 
ing the way for exploration of suitable occupational 
areas, 


choices. 


sy far the widest 
use of tests in industry is in the prediction of ef- 
liciency. Some test scores are shown by statistical evi- 
dence to have relationship to success on the job. 
These tests can point out those who are highly moti- 
vated, those with a high morale and those with the 
interest expected by management. 


Vor Prediction of Efficiency. 1 


Vor Selection. This is the most important phase 
in the writer's opinion. Great progress can be made 
in this particular field when the administrator finally 
believes and accepts what psychology has to offer 
law enforcement. 

Certainly, personnel selection is the most pressing 
problem, or at least one of the most pressing, ol 
every police department. With the growing com- 
plexity of crime and police problems, it is increasing- 
ly important that policemen be of superior mental 
and physical ability. Modern police work requires 
men of intelligence, stability, character; with an ap- 
titude for police work; who can work together in a 
stamina 


disciplined organization; and of physical 


and high character." 


Requirements of Useful Tests 

Reliability and Validity. Two concepts are of ut- 
most importance. These are reliability and validity 
of the data derived from the use of a test. Relia- 
bility is internal consistency of the data; validity refers 
Data that are reliable 
may be said to be internally consistent. If a test is 
split into two parts, say by taking the odd-numbered 
items by themselves and obtaining a score from them 
and then taking the even-numbered items by them- 
selves and obtaining a score from them, an examinee 
should perform about the same on the two split 
halves, as one half of the test measures about the same 
thing as the other. 

To put it another way, if examinees tend to main- 
tain their same relative score on either half of the 
test, the test is internally consistent. It is then said to 
be reliable. 

Another way of estimating the reliability of a test 
is to give it on two separate occasions. Individuals 
in the group would be expected to maintain about 
the same relative rank on the second occasion as 
they did the first time. This technique is sometimes 
called the test—retest method of estimating reliability. 


to their external consistency. 





18 








AUGUST, 


If a test is reliable, it measures something con 
sistently. The more reliable it is, the more likely 
it is to have high validity. A highly reliable test may 
not have validity, however. This is because it may 
not measure at all the characteristics that are needed 
on the job. Validity is external consistency, or th¢ 
power a test has for picking good workers. If it is 
valid, it must measure what is needed on the job 
it must be externally consistent. 


To take an extreme example, a long test of tonal 
memory may be reliable—it may 
tribute ol 
the job is clerk-typist, tonal memory 
likely be found to bear no relationship to job success. 
Those who are good producers on this job might not 
excel in tonal memory. 
by the test is not needed. 
valid tor this job situation. 


measure this at 
However, if 
would 


the examinee consistently 
most 


The characteristic measured 
The test is reliable but not 


Thus, a reliable test is seen to be not necessarily 
valid; but a valid test must be reliable. Validity is 
the more important. The crucial aspect of the test 
is validity. Does it do, in the practical situation, 
what it is supposed to do? 


Other considerations. The police administrator 
or personnel man charged with the responsibility ol 
selecting tests must use several practical considerations 
in addition to the technical with 
the statistical (reliability and validity) 
of the test. Cronbach has summarized the following 


practical considerations in choosing tests: 


ones concerned 


soundness 


(1) COST—Cost generally must not be overweight 
ed in comparing tests; there is usually little relation 
ship between the cost of the materials and the quali 
ty of the test. 


(2) TIME—Short tests may b« required instead ol 
a little better, though longer ones. 
may bore the subject. 


loo long tests 


(3) EASE OF ADMINISTRATION AND SCOR. 
ING—Tests requiring the services of expert testers 
and scorers may not be feasible. For group testing 
there are numerous tests available with rapid-scoring 
features. 

(4) COMPARABLE FORMS—Fo. kinds of 
research programs, alternate or equivalent forms ol 


the tests are essential to the valuation of a particulan 
method or technique being experimented with. 


SOc 


(5) “FACE” VALIDITY AND INTEREST—Th« 
cooperation of the subject is more likely to be ob 
tained with tests which seem to him to mak« 
for the purpose for which he is being tested. 


SeTIs¢ 


(6) ACCEPTABILITY—When several persons may 
be using the test results, it is important that the pai 


® Thomas M. Frost, “Selection Methods for Police Re- 
cruits,” Journal of Criminal Law & Criminology, 46:137, 
May-June, 1955. 
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A NATIONWIDE 


THIS IS THE SIGN OF 


The world’s most reliable automatic 
protection services against fire, bur- 
glary, holdup and other hazards. 


It is the bane of burglars and arsonists, 
who recognize it as a formidable adver- 
sary. ADT subscribers from coast to 
coast are proud to display this mono- 
gram on their premises. It is a promise to 
their employees, customers and neigh- 
bors that they have provided the most de- 
pendable and modern service available 
to protect their lives, property and jobs. 


The reputation of this symbol stems 
from the organization behind it, the 
American District Telegraph Company. 


Controlled Companies of 


AMERICAN DISTRICT TELEGRAPH COMPANY 
ORGANIZATION 
Executive Office: 155 Sixth Avenue, New York 13, N. Y. 






The unmatched efficiency of this com- 
pany in safeguarding life and property 
is attained through everlasting atten- 
tion to maintenance. It is the leader in 
its field, not only because of its superior 
detection and signaling devices, but be- 
cause all ADT systems are regularly 
inspected, tested and always ready for 


reliable operation. 


Is your building 99 and 99/100ths per 
cent immune to losses by fire or bur- 
glary? If not, call the ADT office listed 
in your telephone directory and find out 
how you can be better protected and 
(as is often the case) save money, too! 










ticular kind of test, or the form of the test, be one 


which is acceptable to them, else they may not use the 


test scores confidently. 

(7) USEFULNESS OF RESULTS—Perlormance 
on the test must be expressed in a form which is usable 
by the kinds of persons who will use the results, not 
in some form requiring experts’ interpretation.’ 


Test Categories 

Selection Program. ‘The selection program requires 
the establishment of entrance standards that will 
bring into service men and women equipped to meet 
successfully the tasks they will be called upon to per- 
form. 

Our selection process must, of necessity, not only 
determine the individual's ability to satisfactorily per 
form the initial job assignment, but we must also be 
able to evaluate his capacity for future development 
within the department. The selective process has 
become somewhat continuous inasmuch as every de 
partment of any size has annual turnovers result- 
ing from resignations, retirements, discharges, cases 
of disabilities, death and expansion. As a result it 
is necessary to have a systematic procedure for the 
selection of the new olficers. 

\s part of this systematic procedure, psychologic 
and psychiatric screening may be employed quite el 
lectively. It may be said, however, that these tests 
are most ellectively used when they are considered 
supplemental to the character investigation, inter- 
view and performance rating. Let us briefly con 
sider, then, the types of psychologic and psychiatric 
screening which may be employed in the police se 
lection process. 

Psychological tests may be grouped into five major 


categories: 


Intelligence. These tests generally attempt to gauge 
the general level of intelligence, i.e., the ability to 
reason and make sound judgments. 


Achievement test. These may be grouped under 
two main headings: educational achievement and vo 
cational proficiency. The former is designed to 
measure what and how much one has learned; the lat 
ter, how well one can perform a particular task. 


Aptitude tests. ‘These tests are constructed to in 
dicate a potential ability to perform a particular 
task, or better yet, activity. 


Interests and Attitude test. ‘The interest tests en 
deavor to predict success in vocational lields by com 
paring the interests of the persons tested with the 
The test 


of attitude attempts to measure attitudes toward a 


interests of successful people in the field. 


variety of subjects. 


Personality. Vhese tests attempt to measure per- 
sonal adjustment, emotional stability, social relation- 
ships, mental malfunctioning and many other as 
pects of personality. 
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INTELLIGENCE TESTS 


Although the first attempt to measure intelligence 
was made half a century ago, it was not until ow 
entrance into World War I that any systematic el 
fort was made to measure the intelligence of adults 
It is significant that soon alter the close of the war, 
when the Army Alpha Intelligence Test was given to 
civilian groups variously employed, police were among 
the first tested. Thurstone, in 1932, published some 
of the first data on the intelligence of policemen. In 
the three decades since this first venture in testing 
the intelligence of policemen, many communities have 
adopted the intelligence test as a standard instru 
ment for the selection of police officers. Less scien 
tific techniques are still used, however, and the in 
telligence test is not used as a screening device 
nearly as widely as it should be. 


Classification and Generalities 
Minimum Requirements, 
a policeman be? 


How intelligent should 
Quite obviously this question has 
not been answered satisfactorily. Suggestions, in terms 
of Army Alpha scores, have been made trom time 
to time, however. Vomre, in the early 1920's, suggest 
ed that a raw score of 75 on the Army Alpha should 
be a minimum qualification for police work. — In 
1924, ‘Velford and Moss, who suggested a number ol 
tests for patrolmen, placed the lower limit at 65, but 
indicated that they preferred it at 95. 

Since the carly 1920's the trend has been definite 
ly in the direction of raising the minimum Army Al 
\ score olf 110 was suggested as 


dS 


pha scores required. 
desirable in a bulletin published by the International 
Association of Chiefs of Police in 1938. A more re- 
cent recommendation in an article in the Encyclopedia 
of Vocational Guidance places the lower limit at a 
score of 135, which is the lower limit of the A cat 
gory of intelligence. 

These figures indicate a definite and significant 
trend. It is true that all policemen are not as yet 
selected according to these high standards, but it is 
heartening that people are becoming increasingly 
aware of the fact that such is demanded of the polic« 
olficer and that the ellectiveness of his service de 
pends, in part, on his intelligence 


Results Reported. 


Classification ‘Test of several years ago given to 129 


According to the Army General 


sclect applicants of the St. Louis Police Department, 
the officers received a score of 118, which is lar above 
average. It is further reported that there is on 
police department which insists on an LO of 120 
before taking the complete entrance exam. ‘That 
department is reported as being the Berkeley Policé 
Department in California. 


1¢ hicve 
called aptitude 


Capacity or Aptitude vs. Proficiency o 
ment. Capacity tests, frequently 

Lee J. Cronbach, Essentials of Psychological Testing 
(New York: Harper & Bros., 1949) pp. 44-47. 


* Dudycha, op. cit., p. 56. 
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8 NEW BOOKS 
FOR 


POLICE OFFICERS 





MODERN RETAIL SECURITY by S. J. 
Curtis, The J. L. Hudson Co., Detroit, 
Jlich. As one reader so aptly put it—MO- 
DERN RETAIL SECURITY is the first 
really new idea for increasing store profits 
since the innovation of self-service. It 
fairly crackles with creative ideas for ca- 
reer men and women in public and private 
law enforcement. Includes a detailed des- 
cription of just how to set up and operate 
a security organization with complete job 
descriptions for each staff member. Pub. 
date Sept. 60, 1152 pp., 20 il. 


STOPPING VEHICLES AND OCCUPANT CONTROL by Beryl 
Langford, Michigan State Univ., Robert Sheehan, Northeastern 
Univ.; Thomas F. Lobkovich, General Motors Corp.; and Paul 
J. Watson, U. S. Treasury Dept. Whether a police officer stops 
John Q. Public or the Dillinger of the day, he has a distinct ad- 
vantage if he follows the basic principles presented here. The 
authors believe that this book will be a worthwhile endeavor if 
it is influential in saving the life of just one police officer. That 
officer might be you. Pub. date Aug °60, 104 pp., 67 il., $5.00 





THE MURDEROUS TRAIL OF 
CHARLES STARKWEATHER by 
James J. Reinhardt, Univ. Nebras- 
ka. Few Americans have forgotten 
Charles Starkweather’s murder- 
ous trail of eleven victims. What 
makes the difference between a 
useful citizen and a murderer? 
To answer this question Professor 
Reinhardt explored every facet of 
this strangely marked personality. 
The unrealistic nature of Stark- 
weather’s thinking about himself 
and the world around him shed 
new light on the complex prob- 
lems facing those who deal day 
after day with the potential killer 
in modern society. Pub. date Aug. 
60, 192 pp., 22 il. (Police Science 
Series), $5.75 





statistical mumbo-jumbo. 


ries), $7.50. 













authors, professional 
pool their vast experience and that of their students of more than 


LEADERSHIP FOR THE POLICE 
SUPERVISOR by Clifford L. Scott 
and Bill Garrett, both of Military 
Police Corps, United States Army. 
A neat package of leadership prin- 
ciples in one small, easy-to-read, 
comfortable book. There 
involved charts to confuse. 


this or do that” directions either. 
This is an overview of the prin 
ciples and practices of leadership 
as they pertain to the patrolman, 
sergeant, lieutenant, captain, 
spector, and chief. Humorously 
illustrated with drawings by Artist 
Bill Garrett. Pub. date Sept. 
212 pp., 67 il (Police Science Se- 





CHARLES C THOMAS ° PUBLISHER 301-327 East Lawrence Avenue SPRINGFIELD * ILLINOIS 


HOMICIDE IN AN URBAN COMMUNITY 
by Robert C. Bensing and Oliver Schroeder, 
Jr.. both of Western Reserve Univ. A 
study in depth of an ancient crime in a 
modern setting. What human _ incidents 
lead to killings? What social environments 
breed homicides? Are negroes and whites 
given equal protection of the law? This 
book answers your thousand and one ques- 
tions on the legal and social facts of homi- 
cide. Photographs, maps, tables, and graphs 
present the raw facts of murder in a typi- 
cal northern, urban, industrial area. Pub. 
date Sept. ’60, 208 pp., 78 il., 84 tables, $8.75 

















POLICE OPERATIONS: Policies and Procedures by John J. 
Kenney and John B. Williams, both of Univ. So. California. The 


police educators and trained policemen, 


a decade to present a workable operational police manual. Prin- 
cipal sections cover police policies, procedures, and organization. 
Pub. date Nov. ’60. 






THE PSYCHOLOGY OF DRIVING: Fac- 
tors of Traffie Enforcement by A. R. Lauer, 
lowa State Univ. For the first time re- 
sults of a continuous program of research 
are presented under one cover. The find- 
ings—spanning almost an academic gen- 
eration—include data on background of 
driving research, psychology in traffic con- 
trol, fundamental factors of safe driving, 
driver education, driving vision, driver eval- 
uation techniques, making license plates 
more effective, and real and imaginary 
causes of highway and traffic accidents. 
Pub. date Aug. ’60, 352 pp., 13 il, $10.50 





COMBAT SHOOTING FOR PO- 
LICE by Paul B. Weston, New 
York City Po'ice Dept. (vret.). 
Chief Weston tackles the massive 
problem of learning how to shoot 
when the chips are down—when 














no 2. 2 > 2 ene ° 
No life itself is at stake. Ability with 
“do a gun is keyed to the “this is your 






life” needs of police officers. Fun- 






damental principles of grip, sights, 





aim, and trigger pressure are sum- 
marized. Highlighted throughout 
by action-packed photographs and 







in- 






drawings. Reproduced in a size 
large enough to insure viewing 
ease and no loss of detail. Pub. 
date Oct. ’60, 224 pp., 103 il. (Po- 
lice Science Series), $7.50 
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tests, measure primarily innate or hereditary Lactors, 
whereas proficiency or achievement tests, as they arc 
sometimes called, are concerned with acquired abil 
ities. An effective intelligence test should have some 
questions relating to these factors. 


Attention. A significant aspect of attention is its 
range, that is, the number of discrete impressions to 
which a subject can attend simultancously. 


Test of Special Capacity. These tests will measure 
learning, association, reaction time, memory, space 
perception, reasoning, speed of decision, ingenuity 
and ability to follow directions. 


Nature of Intelligence. This is not the place tor 
an elaborate discussion of the nature of intelligence, 
for, just as with the tests of special capacity, the 
crucial point is whether the particular tests facilitate 
vocational prediction, regardless of what, in the last 
analysis, they measure. ‘The psychologist can measure 
intelligence for practical purposes even though he 
is not certain what it is. Scientists’ conceptions ol 
intelligence appear to depend somewhat on the in 
terest with which they approach the problem. A 
statistician is quite apt to think of it as a general 
factor which causes intercorrelations between mis 
cellancous mental tests. 
interests may be inclined to conceive of it in terms 
of ability to adapt oneself to one’s environment and 
make the appropriate adjustments as the environment 
changes. ‘To the business man it connotes mental 


\ person with biological 


alertness, ability to follow instructions, to analyze 
a situation, to learn readily, and to “catch on” to new 
situations. 
that which would be adopted by a personnel psy- 
chologist if it were necessary for him to commit him 


This last’ conception comes nearest to 


self as to the nature of intelligence. 


Individual Intelligence Tests. 
have been devised for both individual and group. ad 


Intelligence tests 
ministration. “The latter procedure is preferable 
in most employment situations because of the saving 
in time. The former, however, is important when 
the examination is somewhat clinical in nature, as, 
lor instance, in problem employees. 


Kinds of Intelligence. The preceding information 
has dealt with what is often designated as abstract o1 
verbal intelligence. There are, however, other kinds 
of tests with which psychologists have experimented. 
These are called Mechanical Intelligence and Social 
Intelligence tests. These notions are not as firmly 
grounded as the other tests, and less actual experi- 
mental work has been done in this field, but it is 
an aspect the police psychologist should take into 
account in certain practical situations. 

Some items in the Social Intelligence Test are: 
judgment in’ social situations, recognition of the 
mental state of the speaker, observation of human be 
havior, judgment of facial expressions (photographs 
are shown of persons registering various emotions 


which the subject must identify). 
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Recommended Intelligence Tests 


Partington Pathways Test. This test, initially called 
the Distributed Attention Test, was originally devised 
in 1938 as a test of performance speed. Since then 
it appears the test has made considerable progress. It 
is a short test of mental ability which appears very 
practical for use in the police situation. Its chiel 
advantages are a short “working time” and ease ol 
administration and scoring. At the present writing, 
the test has been validated with another test, the 
Otis Self-Administering Test and has resulted very 


favorably with the Otis Self-Administered ‘Test 


Digit Symbol Test. This test is used as a diagnos 
tic test of new learning. In this test the subject is 
required to associate certain symbols with certain 
other symbols, and the speed and accuracy with which 
he does it serves as a measure olf his intellectual abil 


ity." 


Army General Classification Test (AGCT). This 
test aims to measure general learning ability by test 
ing for several factors: varbal factor (vocabulary) 
number and reasoning factors (arithmetic word prob 
lem), and space factor (block counting). The work- 
ing time for the test is 40 minutes, and the raw scores 
can be converted into standard or into  percentil 


scores, 


Ohio State University Psychological Test. This 
test emphasizes difficulty rather than speed and _ is 
well suited for testing people who are slower and 
more deliberate in their thinking and action 


Otis Self-Administering Tests of Mental Ability 
Higher Examination. 
30 minutes, bat norms are also available for a 20 
minute time limit. 


This test hias a working time ol 


Otis General Intelligence Examination. ‘This test 
is a self-administered test that requires approximate 
ly 30 minutes to complete. 


Gamma Test of the Quick-Scoring Mental Ability 


Tests. This test has a working time of 30 minutes. 


Personnel Test by Wonderlic Chis is a mental 
ability test with some items taken from the Otis tests 
Its chief advantage is that it has a short working time 
of 12 minutes. 
time if so desired. 


It can also be given with unlimited 


Other Tests. 
in this area are: Wechsler Bellevue Intelligence ‘Test, 
Otis Self-Administering Test of Mental Ability (High 
er Form Standard), Stanford-Binet Test, Henmon- 
Nelson ‘Test of Mental Ability, and the New Cali 
Fest of Mental Maturity (Ad 


Other tests which are well known 


fornia Short-Form 
vanced Form). 


* Lee W. Cozen, “Use of the Partington Pathways Test, 
Journal of Applied Psychology, 35:112, Jan., 1951. 
10 Harold E. Burtt, Principles of Employment Psycho 
logy (New York: Harper & Brothers, 1942), p. 88. 
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) POWERFUL "“Q” COASTER SIREN 
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Only the inexperienced gamble. The experienced know the odds and play only to win! 

Experienced law enforcement officers know the terrific odds of emergency vehicle 
: operation in modern day traffic and won't gamble. The expert equips his car with the 
j very best of audible and visual warning signals. He can't afford to gamble with cheap 
imitations and potential failures, he specifies FEDERAL Super Beacon Ray lights and 
poweriul FEDERAL Coaster Sirens. 

Your men can afford no less in protection! 

Follow the recommendations of experts—be sure that the warning signals protecting 


your vehicles are FEDERAL’S! 


“HE DRIVES WITH CARE BUT RIDES WITH CONFIDENCE!” 


Write for FEDERAL Catalog #300 today! 


| Ty 4,7 1a 


ante) SIG NAL Sr Doration 13558 s. Western Ave., Blue Island, Wlinois 











ACHIEVEMENT TESTS 


Distinction has already been made between meas- 
ures of capacity, aptitude and measures of proficiency 
and achievement. Because of the similarity of tests 
measuring achievement and aptitude, the writer feels 
that a better presentation of this type of test would 
be to elaborate more on the aptitudes test which 
is later presented. 


Classification and Generalities 
Proficiency or Achievement Test. These types 
of test are designed to measure the ability possessed by 
a prospective employee at the time of application 
rather than any innate capacity that will enable him 
to achieve success after adequate training. They are 
not prognostic. 


Types of Tests. Vhere are four common types ol 
tests. They are the oral, picture, written and pet 
formance. 


Main Headings. Achievement tests may be grouped 
under two main headings—educational achievement 
and vocational proficiency. The former is designed to 
measure what and how much one has learned; the 
latter how well one can perform a_ particular task. 


Higher Intelligence, High Level of Achievement 
More Instability, Larger Turnover. It has been 
proven that there is a high correlation between pro 
ficiency and intelligence in law enforcement. Because 
of this it is the opinion of many in the psychological 
field that it is not necessarily desirable to employ 
persons with the maximum possible intelligence. 
Such individuals may learn readily and become et 
fective ollicers soon alter their induction, but in 
many instances it has been demonstrated that they 
do not remain long in the employ. It has also been 
found that among law enforcement personnel there 
is more instability or turnover among those of high 
intelligence than among those of average intelligence. 

While persons of very low intelligence may not 
have sullicient ability to learn effectively and perform 
their duties, those of very high intelligence may be 
too good for the job. It is not sufficiently exacting 
to hold their interest; their intellectual ability has 
insufficient outlet, and they become dissatisfied. 

In keeping this in mind we should appreciate the 
fact that where intelligence or achievement is con- 
cerned in relation to vocational proficiency, it is 
often desirable to consider not) maximum intelli 
gence but optimum intelligence. 


Recommended Achievement Tests 
Policeman Examination General Adaptability Test. 
This test has 100 items and requires one hour to ad 
minister. 


Strong Vocational Interest Blank for Men (Revised). 
This test has demonstrated that success in a certain 
occupation depends, in part, on having interests lik« 
successtul people in’ that occupation. 
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Other Tests. Other tests which are well known u 


this area are: Cooperative General Achievement Test 
College Entrance Examining Board Test and Scholas 


tic Aptitude ‘Test. P 
iw” 
APTITUDE TESTS 


Aptitude tests are constructed to indicate a_ po 
tential ability to perform a certain kind of activity 
The two most common forms are mechanical and 
clerical. 


Classifications and Generalities 

Devising Tests. In devising tests of special mental 
capacity for predicting potential aptitude for law 
enforcement personnel, there are two common meth 
ods of approach—reproducing the total mental sit 
uation involving the work, or analyzing the tasks 
into its mental components separately. In either 
instance it is necessary to make a preliminary analy 
sis of the mental aspects of the task. 


General vs. Special Aptitude. Tests of innate ap 
titude may be further classified into those involving 
special aptitude and those requiring general aptitude. 
There are situations in which a workman or a_ police 
olficer needs some rather special aptitude, such as 
good attention or memory, quick reaction time, ot 
accurate judgment of distances, in order to achieve 
success in his work. 


Phere are other situations in which no outstanding 
special aptitude like this seems necessary; the person 
merely needs to be up to a certain general intellectual 
level, to be generally alert and able to adapt him- 
self to circumstances—the faculty that is often called 


intelligence. 


Application lo Law Enforcement. Tt is probably 
impossible to devise a test which measures one men 
tal aspect in law enforcement to the exclusion of all 
others. Calling a test a “memory test” does not im 
ply that it measures memory exclusively. If a police 
officer, or better yet a police applicant, hears a list 
of words and then tries to reproduce the list, his 
efficiency will depend not only on his memory but 
to the extent to which he pays attention to the origin 
al reading. Thus, if a task rather patently necessi 
tates good memory for its successful performance, 
it is desirable to try out a “memory test,” which will 
probably measure that ability better than will a “de 
cision test.” Hence in the following paragraphs ol 
this section it must be remembered that the headings 
are used merely for practical convenience and that 
tests do not measure exclusively the thing indicated, 
but simply emphasize it more than other things 


After all, the real problem is the correlation ol 
test scores with vocational ability regardless of what 
is actually measured by the test or what the test is 
called."' 


». 


'! Burtt, op. eit., p. 
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SEARCH Latent Finger Print Powder 


A NEW LATENT SPRAY POWDER! SURPASSES THE 
BOTTLE AND BRUSH METHOD 





Press the valve button and spray any area or 
object. Quicker, cleaner and better than the 
old method. Clue-Spray brings out the latent 


prints which can be lifted or photographed. 


ALL GRADES OF POWDERS ARE PHOTOGENIC. NO FILTERS ARE NEEDED. 


BUY SEPARATELY OR IN 
KITS WITH LATENT SWEEP- 
ER BRUSHES AND LIFTERS. 


PRICES: Put up in 6-oz. aero- 
sol Sproy Cans 


$4.75 per large 6-0z. can 





B-1 CLUE-SPRAY BLACK POWDER FOR LIGHT SURFACES Use on papers, magazines, labels, cardboard, 
painted wood, tissue paper, etc. 

B-2 CLUE-SPRAY SILVER POWDER .....FOR DARK SURFACES Window glass, tumblers, china, enamel file 
cabinets, copper, steel, tin cans & drums. 

B-3 CLUE-SPRAY WHITE POWDER FOR DARK SURFACES Transparent surfaces, tumblers, bakelite, black 
plastic, dark filing cabinets. 

B-4 CLUE-SPRAY GOLD POWDER FOR LIGHT SURFACES Transparent glass & plastics, china, aluminum 
& tin articles, cellophane. 

B-5 CLUE-SPRAY RED POWDER FOR LIGHT SURFACES Use on white writing paper, cardboard contain- 
ers, decalcomanias, bottles, curved surfaces. 

B-6 CLUE-SPRAY SAFECRACKER POWDER _FOR METALS Excellent for safes, lockers, gun metals. 

B-7 CLUE-SPRAY COPPER POWDER For unpainted aluminum & tin surfaces. 

B-8 CLUE-SPRAY YELLOW POWDER For chinaware and marble. 

B-14 FLUORESCEINT CLUE-SPRAY LATENT POWDER Price per 6 oz. aerosol can $5.25 


Latent finger prints can be spotted quickly with this ultraviolet reacting finger powder. This is a dual 
purpose powder which can be used with or without a black light. Fluorescent color is bright green, the 
most photogenic color in the ultraviolet spectrum. 

B-20 CLUE SPRAY LATENT PRINT SWEEPER, price $2.25. This is a necessary special brush, 33” wide, 13” length 
hair, made especially for CLUE-SPRAY powders. After a surface or object is sprayed with Clue-Spray 
Powder, this sweeper intensifies the ridge lines and clears away excess powder. 


SINR CHINE 


Finger Print Laboratories - Berlin, N. J., U.S.A. 


Largest in the World First in Criminal Research Oldest in the.Nation 











In the following paragraphs a number of the cate- 
gories ol special aptitude rather extensively used by 
employment psychologists in industry, and in some in 
stances by law enlorcement personnel, are given with 
one point in mind: to offer an example for the en- 
lightenment and interest of the reader. The list is 
not intended as exhaustive and only enough are 
given to illustrate the variety of tests in-use. 


No consistent effort will be made to indicate the 
originator of a particular test. In most cases it 
would be difficult because tests have been modilied 
repeatedly since their origin and have appeared in 
scientific literature to such an extent that they are 
practically common property. 


Special Categories. One test in mind is for Motor 
Control. There are two aspects of motor control 
that are olf significance, preventing motion,  L.e., 
steadiness, and making motions accurately and rapid 
ly. Lack of the former would seriously handicap, for 
instance, a jeweler assembling a small watch, while 
ineffectiveness in the latter on the part of a police ol- 
ficer while driving a police car in pursuit would lead 
to an accident with the car. 

Sensation and Perception is another test lor which 
law enlorcement personnel could be measured. This 
test would expose those individuals who normally are 
able to pass the optical chart test given by local doc 


tors. 


Another is the test for Attention. This type ol 
test would give us an idea of the range of the indi 
vidual’s attention, ‘This particular aspect: measures 
the number of discrete impressions to which a sub 


ject can attend simultancously. 


Association tests are quite important, especially 
when given to those officers already in service for a 
number of years. This test consists of giving the sub 
ject, one at a time, 100 different words, to each ol 
which he replies with the first association that occurs 
to him. This test is very applicable to cases of sus 
pected psychopathic tendencies. 


There are also tests for memory, reaction time and 
space perception. More popular are the tests fon 
reasoning, ingenuity, ability to follow directions and 
lor speed of decision. 


In the test lor Speed of Decision the subject is al- 
lowed Live seconds to glance at cach square in a series 
of 18 squares of a group of letters of the alphabet, 
such as: 
UUEOUAOEOE 
OAUAEOUEUA 
OEUAEEEAUL 
EAOEAOQEOUE 
EAEUUEAOEE 


OOAWAUAUAA OEAOQUECOUA 
OAUAAOVCEAOO 
AU AAEFAOOAE 
UUAOEAAAUT 
AUAEAEAEAE 


EAOEUEOAOE 
UOUAOOAEUO OAUAEOQUEUA 
OQUOEEOAOAO ~~ UOEAUEAUOU 
EOEAOOAUAO OAUEEAUOEL 
OEOOEOUAOO ~~ EOAUUEAOUL 
The examiner gives the signal “begin” and in five 
seconds says “mark.” The subject immediately writes 
in the brackets below the square his judgment as to 
which letter predominates, and looks at the next 


square Five seconds later the examiner says “mark” 
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and he writes under the next square, and soon. After 
the examiner has called the signal the appropriat 
number of times, the subject is prevented from writing 
further, so that if he has not kept up with the exam 
iner there are some unmarked squares to reveal this 

This is just one of many exams which are given 
to estimate the speed or promptness or firmness in de 
ciding or arriving at a conclusion alter consider 
ation.'” 


Recommended Aptitude Tests 

General Mechanical: Aptitudes Test. This test 
is made up of four sub-tests.' 

1. Mechanical Comprehension 

four everyday problems. 

2. Technical Reading. 

3. Spatial Relations. 

I. Arithmetical Ability. 


Picture setups ol 


Digit Symbol or Substitution Test. The amount 
of learning is evaluated in terms of the number ol 
symbols completed in one and a half minutes 


Bennett: Mechanical Test of Mechanical Compre 
hension. This test is designed to measure the ability 
of the individual to understand various kinds ol 


physical and mechanical relationships. 


St. Louis Police Aptitude Test. This test is di 
vided into five sections. Section I involves 15 memory 
items of two kinds: memory. for photographs and 
names and memory of a scene of a crime. Section 
Il is comprised of 15 items requiring the applicant 
to select one misspelled word from a list of five. Sec 
tion IIT is made up of three reading selections. Se¢ 
tion IV consists of 30 items concerned with general 
information and judgment related to police work 
Section V involves 15 arithmetic problems couched in 
a police setting. 


Minnesota Rate of Manipulation Test. The two 
sub-tests used, Placing and ‘Turning, may be admin 


istered to small groups or to individuals. 


Purdue Pegboard Test. Vhis dexterity test shows 
relationship to success in the majority ol occupations 


requiring motor coordination. 


Social Intelligence Test. In all, this test has five 
parts that measure various aspects of one’s social per 
ception and judgment. 


Other Tests. Other tests which are well known in 
this area are: Policeman Examination General Adap 
tability Test, Moore ‘Test of Arithmetic Reasoning 


12 Ronald A. LaCouture, “Psychology, Psychiatry and 
the Law” (Unpublished lesson plan, United States Naval 
School of Neuro-Psychiatry, U. S. Medical Center, Be 
thesda, Md., 1954) p. 68. 

13 Williams A. Owens, Jr., “A Difficult New Test of 
Mechanical Comprehension,” Journal of Applied Psy 
chology, 34:77, April, 1950. 

'4 Philip H. Dubois and Robert I. Watson, “The Selection 
of Patrolmen,” Journal of Applied Psychology, 34:90, 
April, 1950. 
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Otis Arithmetic Reasoning ‘Vest, Minnesota Spatial 


el Relations Test, General Aptitude Test Battery, AGO SEEING 
General Mechanical Aptitude ‘Vest, Test of Practical . eg 











a Judgment, Cooperative Vocabulary ‘Vest, Minnesota Ps 
" Clerical ‘Test, Revised Minnesota Paper Form Board, the new KEELER p YGRAPH 
a and Otis Quick-Scoring Mental Ability Test 
s BELIEVING 
INTEREST AND ATTITUDE TEST 
‘1 
Interest tests endeavor to predict success in voca = Positive 
tional fields by comparing the interests of the persons , Pattern 
tested with the interests of successful people in the » Model 6303 
st field. | Also new 
\ttitude tests attempt to measure attitudes toward 4 portables 
a variety of subjects and have been most widely used ers 
in the business and political sphere. 
} Classification and Generalities 
Occupational success depends on many things in 
it addition to innate ability. Any employment man will 
rl immediately recall instances in which an applicant 
with the requisite ability was an occupational failure 
because he did not use that ability. The personnel 
psychologist will frequently predict: an applicant's 
/ success on the basis of test scores and then the man 
! will fail to come up to expectations. This failure to 
exert himself may have been due to his lack of in ee e . ° 
| centive or lack of interest. The first of these is not - Minimum Attention to | jipment 
' } an employment problem. ‘The difficulty does not Ps - 
l arise until afte he man is hired and it involves the e Maximum Attention to iiferrogation 
i consideration of methods of instruction, working con su can give your full attention to ir... -ogation 
t ditions, wages, and various other incentives which with the New Model 6303! Concent: .:.0n is en- 
motivate the worker. ‘The problem ol interest, how i Matyas — free of distraction for 
. ; ‘ justments. 
ever, Is germane to the present discussion. Many a The new galvanometer is ready for operation in 
l man is physically present at his work but mentally an instant—at the snap of a single switch. And, 
absent. This is undesirable, for he is less apt to use subject resistance range is increased to 250,000 


; ‘ ; : * ohms. All a-c operated, there are no meters to 
his capacities effectively and is more apt to be dis read, no batteries to replace. Many other im- 


contented. ‘To be sure, it is sometimes possible to portant improvements. Newly introduced KEELER 

' . . . Portable Polygraphs add ‘‘on-the- 3 - 

{ modify an interest or to arouse one where it has not : yorsP S-Oe* otes 

, 3 3 ; tiveness for modern law enforcement agencies. 
| existed previously, but many applicants approach the Write for descriptive bulletin. 


| srospective employer with pretty firmly established 
a, . gest : Send for the “TRUTH” 


interests. Whether these are innate or acquired is 


of minor importance compared with their firmly fixed The complete Polygraph Story— 
a history of scientific lie detec- 


character. They give the worker a certain bias which ; f 4 
‘ k tion, case histories that are im- 
may or may not be favorable to his success. Conse- portant to every law enforcement 
quently, the study of interest and attitude is a logi officer. Your copy will be sent 
promptly. 


cal aspect of the selection and employment program 

The psychologist concerned with vocational ad 
justment is confronted with a serious discrepancy 
between vocational interests in law enforcement and 





existing vocational opportunity. 
This discrepancy does not hit the police employ j 
ment officer as seriously as the supervisor but le 
should be cognizant of it. Applicants who come to 
the police service for a job may be doing so as a second 
or third choice. Because of this the police personnel 
man should make the police service the most diffi 
cult to get into 
Consequently when hiring a man tor law enlorce 
ment the department should make an elfort to find a 
ASSOCIATED Resewre 


“Electrical Testing Instruments Since 1936" 


out why he wants to be a police officer. This can be 
done by the administering of certain exams. 





Permanence of Interest. Many workers come to 
the employment olflice with interests that are appar 3795 West Belmont Avenue Chicago 18, Illinois 





ently rather timmy fixed. 


to the writer which went like this. 
alter becoming officially sworn in, said to his partner, 


One example was told 
\ police officer, 
“Just give me the badge, I'll make a living with it.” 
When asked what he meant, the officer replied, “Just 
look at the opportunity for graft that Vl have now.” 
Certainly this man will not change his interest while 
wearing the blue. 

Another example is the number of men in law en 
forcement who are satisfied to be a patrolman. Then 
permanence of interest lies in the scope of being a 
patrolman. It is the writer's opinion that no man 
should be hired for law enforcement unless he wants 
In this way the department will 
receive full interest of this individual as long as he 


to be chief of police. 


is a police officer, even though he may not become a 
a chief in the department. 


Attitude Surveys. These surveys are important to 
employee, administrators and managements of in 
dustrial enterprises. 
bearing on law enforcement personnel. It is com- 
monplace that policy decisions in law enforcement 


are usually 


They also have an important 


based on scanty information about the 
leelings of their patrolmen or those men in the lower 
It is known that supervisors are poorly 
equipped to transmit the officers’ feelings and de 
By surveying attitudes 


echelon. 


sires to the administrator. 
defined as potential behavior patterns—the adminis 
trators are able to base policy decisions on factual 
information. Such surveys provide a system for com 
munications from the bottom up. They also reveal 
trouble spots in an organization. ‘Their use has the 
value of allowing the employee to express himself and, 
if survey results are used, to have the feeling of par 
ticipating in management decisions. He likes to know 
that the department thinks enough of him to ask him 


how he feels. 


Managements get information on how employees 
feel by a variety of methods: grapevine or rumor, 
interview—guided or unguided, check lists or multi 
ple-choice questionnaire, or the attitude scale meas 
urement method. .\ device for measuring over-all em 
ployee satisfaction, one that may be used readily in 
almost any department, will be suggested in the next 


section. 


The use of employee attitude surveys and appli 
cant attitude surveys may improve employees satis 
faction and aggregate the inefficient and neurotics 
from law enforcement. ‘The writer believes that this 
type of test provides a sound basis for the improve 
ment of personnel methods. 


Recommended Interest and Attitude ‘Test 
Thurstone Measure of “Equal Appearing Inte 
vals,” 
cessary by allowing the employee to express himsell 
on paper. 


Phis test measures the psychological items ne 


The statements presented would be brict 
and state only one side of the problem that he has 
in mind. 


By doing this, alter many statements the 
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judges are able to lind the most favorable expression 
of attitude or unfavorable expression of attitude 


Kuder Preference Record. Vhis test was used to 
predict work quality in a particular occupation. — It 
has been used satisfactorily in law enforcement. 


Strong Vocational Interest Inventory. ‘Vhis test is 
excellent to use when finding out and comparing 
what interest the successful and the unsuccessful po 
lice officer has. It can be used for new recruits and 
applicants for law enforcement, especially to dete: 
mine if they have the interest items that would differ 


from those successful in law enforcement 


INTRODUCTION TO PERSONALITY TESTS 


Personality tests attempt to measure personal ad- 


justment, emotional stability, social relationships, 


othe 


mental malfunctioning and many aspects ol 


personality, such as aggression vs. submission 


Classification and Generalities 
Difficulty. 
ponent traits of personality are not only 


In the field of personality testing, com 
difficult 
to define, they are even more difficult’ to measure. 
Studies agree that this important area ol testing 
vields results comparatively inferior in’ validity and 
reliability. Yet in police work it is recognized that 
the greatest need in the selection of candidates is 
for a valid and economical means of determining 


the emotional stability of applicants. 


What is personality? mean by 
the phrase, “has personality’? 
things are uppermost in thei 
lability, social grace, superior intelligence and other 
Fundamentally thes 


What do peopl 
Usually the following 
thinking—tact, al 


such desirable’ characteristics. 
are ways of behavior, and it is behavior that should 
be central in our thinking. What, then, is person 
ality? It is the pattern of behavior that we find in 
a human being. 

Personality is not something that one has; it is 
something that one is. 
behavior that one is, is essentially a unique pattern, 


Moreover, this pattern ol 


Need for testing. 
the basis of intelligence alone is not enough. An 


Phe selection of policemen on 


applicant may be superior in this regard and still be 
a dismal failure as a police officer because of othe: 
traits he possesses. I am referring to an unstabl 
person or, better vet, a neurotic person or a psycho 
pathic 
people, some ol 


person. Because a policeman works with 


whom are abnormal, he himsel! 
should be as free of peculiarities and quirks as 
possible. As a means of finding normal people for 
law enforcement, a psychiatric examination is recom 
mended. When the list of applicants is long, this 
procedure is time consuming and expensive, and 
hence quicker and less expensive screening devices 


must be used. 


ollicers show their ab 


Ippo oaches. 


normality after being placed in a situation of con 


Many police 
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siderable stress. 
to do this, nor will the same stressful situation pre 


cipitate abnormal behavior in the people who have 


such tendencies. In view of this, the stress interview 
originally used in Germany and to a limited extent 
with police officers here, has merit. ‘The purpose of 
this method is to place deliberately the applicant in 
a situation that creates stress of a verbal and moto 
sort, and then to observe and rate the person on var- 
ious characteristics. Although its use has been limited, 
the stress interview has possibilities and does merit 


furthe) development. 


\ second approach, used to a limited extent in 
the selection of policemen, is the Rorschach ‘Vest, 
which is a projective technique. It is a clinical 
instrument, consisting of a series of ink blots into 
which meaning is read, that throws light on person 


ality traits and particularly on abnormal tendencies. 


One of the chief disadvantages of this test is that 


a highly must administer, score 


and interpret: it. 


trained specialist 


Phe most easily employed approach to personality 
testing is with the questionnaire-type of test. Tests 
ol this type are widely used in both education and 
industry. One of their advantages, in addition to 
the light they throw on_ personality 
they are easily and quickly 


groups, and that they are simple to score. 


traits, is that 
administered to large 

Inte) 
pretation of scores, however, must be left to a com 


petent and well trained person. 


Recommended Personality Tests 


Vocational Apperception Test. “This test’ consists 
of 18 line drawings, 814 by 514% inches. 


of this test is to find out how people go about under 


Phe purpose 


standing human behavior.'* 


Rorschach Test. 
maladjusted persons. The aim of this test is to 
mark out, by findings, the 
levels or degrees of involvement in the illness; to 


his test is excellent foi exposing 


means ol test several 
decipher definitive whole personality structure cor 
relating with the several global schizophrenic pic 
tures as clinically known." 


Phis 


test was designed to provide scores on all the more im 


Minnesota Multiphasic Personality Inventory. 


portant phases of personality and has been used ex- 
tensively for the overall differentiation of normals 
from abnormals or persons predisposed to abnormal 


developments. 


This 


test measures the levels of objectivity, agreeableness, 


Guilford-Zemmerman Temperament Survey. 
cooperativeness, friendliness, personal relations and 
emotional stability. 


Humm-Wadsworth Temperament Scale Appraisal. 


This test measures the behavior tendency to success. 
An excellent test to be 


used among ollicers being 
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Naturally it is not always possible 





considered for transfer and to the members ol the 


executive stalf.!? 


Thermatic Apperception Test. This test olflers 
few or no scores, but instead, a picture of the person 
in his actual behavior. Intellectual level is apparent, 
motivations and goals can be described; energy, chai 
acter, attitudes about people, also give evidence about 
the stability of a man’s ways. Other factors that can 
be assessed are judgment, decisiveness, and the facets 
working 


of personality, important in relationships 


with supervisors.'* 


Bell Adjustment Inventory Phis is an inventory 


used commonly in psychology clinics, which yields 
an objective index of adjustment to job, to home, and 


of health and social adjustment 


Others. Other tests which are well known in this 
area are (1) Edwards Personal Preference Scal 
(2) Bernreuter Personality Inventory, }) Cornell 
Index, (1) Social Intelligence Vest, and (5) ‘Thun 


stone ‘Temperament Schedule 


THE GROUP INTERVIEW TEST 


Examiners in universities, industry, the professions 
and government, both here and abroad, have been 
trying to find out whether a group interview psycho 
logical examination will measure the fitness of can 
didates for employment more naturally and reliably 
than does the individual interview test The dif- 
ference between the two types of test is fairly simple 
to grasp. In the traditional interview, each candidat 
is individually questioned by an examiner; in the 
group interview candidates are brought together, 
in one or more groups, to discuss an assigned problem 


or topic; no examiner directly controls the test. 


Its Strength 


1. It helps to appraise personality traits more el 
fectively than is possible in the usual individual in 
terview test. 

2. The 


from tensions that are frequent concomitants olf tests 


group interview releases the candidates 


3. The group test lends itself to appraising each 


candidate against the others instead of being ad 
judged on isolated performanc« 
Robert B. Ammons and Margaret Newman Butler, “A 


Projective Test for Vocational Research and Guidance,” 
Journal of Applied Psychology, 34:198, June, 1950. 


'§ Solis L. Kates, “Rorschach Responses, and Job Satis 
faction Among Policemen.” Journal of Applied Psycho- 
logy, 34:249, August, 1950. 


a Doncaster G. Humm and Kathryn A. Humm, “Humm 
Wadsworth Temperament Scale Appraisals,” Journal of 
Psychology, 30:63, July, 1960. 


'S Donald E. Super, “A Dilemma for Test Users,” 
Personnel Review, 11:110, December, 1950. 


Public 


' Roger M. Bellows, Psychology of Personnet in Busi- 
ness and Industry. (New York: Prentice-Hall, 1954) 
p. 104. 
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|. The group test requires the candidate to show 
ability to apply his knowledge of subject matter to 
recent developments and trends. 
5. If one accepts the premise that a good police 
officer should have a proper command of the English 
language, then the group interview is significantly 
adapted to evaluating this element. 

6. Examining committees, who have employed the 
group test, generally favor it over the individual test. 

7. The results of the group interview lend them 
selves to analysis for validity and reliability better 
than do those of the individual test 


Its Weakness 


1. Bias or halo cllects. 
2. Stereotypes. 
3. The assumption that habits are general rathe 
than specilic 

1. The problem of dominant board members. 

5. The possibility of illogical inferences. 

6. The effect of the nervousness of the applicant. 

7. The selection of a single topic for discussion 
even though the selection is carefully made, may 
favor certain candidates at the expense of others. 

8. Operating officials and civic representatives do 
not have the relatively intimate contact with appli 
cants facilitated by the individual interview. 


Claims 

It is claimed that the group test enables the rating 
examiner to observe each candidate in action for an 
extended period. 

It is claimed that the group oral prevents the re 
duction of reliability produced by the use of different 
questions for different candidates. 

It is claimed that the group interview prevents 
coaching through information given to candidates 
who are examined subsequent to an earlier group. 
It is claimed that each examiner may devote his full 
lime to observing, listening, and taking notes. 

It is claimed that the group oral provides a mor 
natural situation than the usual question-answer 
contact between the applicant and examiner in the 
individual interview. 

It is claimed that the group oral test climinates sus- 
picion on the part of an applicant that other appli 
cants may be reccived more kindly and given casiet 
questions, and that it may even convince an appli 
cant that other applicants are better qualified than 
he. 

It is claimed that the group oral presents specilic 
evidence concerning the ability of each candidate 
to be a leader in a group. 

It is claimed that the group oral has merit because 
it requires no skill in questioning on the part ol 
the examiner or rater. 

I 


didate to make some revelation of the quality ol 


is claimed that the group oral forces the can 


his social contact by making use of his anxiety to 


do well for himsell 
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It is claimed that the group oral allows the opin 
ions of several people to be taken into account, each 


one having had an opportunity of considering the 


candidate from his own viewpoint, 


Factors To Observe 

\ppearance: 
ting position, facial expression, mannerisms. 

Observe affected delivery, nasalized on 

muffled speech, loudness, softness, clearness, pleas 


Observe dress, neatness, posture, sit 
Voice: 


antcness. 

\bility to use the English language: 
of slang and simple and correct: English, hesitations, 
repeats, needlessly technical word usage, logical pre 
sentation, coherence of thoughts. 

Self-Confidence: Observe embarrassment, stamme 
ing, tension, poise, hesitation, confidence, timidness. 

Ability to Carry on Personal Relationships: Ob 
serve cooperation, ill-manners, tact, ability to mix, 
conceit, misunderstanding. 

Contribution to Group Performance: 
alertness, passiveness, enthusiasm, tactful dominance 


Observe use 


Observe 


of the group. 


Conclusions 
Because the procedure does not permit intensive 
observation and evaluation of the factors in personal 
makeup it does not serve to replace other individual 
techniques which do permit such observation and 
Undoubtedly, performance in a group 
situation is ratable and for many situations may be 


evaluation. 


significant. However, there are no panaceas in the 
personnel ficld. Personnel technicians might well 
recall how improper use of the Army Alpha in the 
early twenties made it difficult to introduce aptitude 
esting into selection programs for many years. “The 
untempered enthusiasm with which the group oral 
has been accepted in a number of places might well 
stimulate a similar reaction to the use of any inte 
views in the selection process. 

Experimentation with such a device is worthwhile; 
even more worthwhile in my judgment would be the 
proper use of the individual interview, with examiners 
applying available science to the art. 


EXAMPLES OF PSYCHOLOGICAL TESTING 


The following represents a few examples of the 
tremendous strides made in this area today. ‘This 
chapter is being presented not only to show prool 
that psychological tests are being used by Law En 
forcement, but as an added interest to the reader. 


Social Differences between “Successful” and 
“Unsuccessful” State Highway Patrolmen 


Purpose. Phe purpose of this study was to ck 
tcrmine whether or not there were dillerences be 
tween “successtul,” and “unsuccessful,” Colorado State 
Highway Patrolmen with regard to sociological back- 
ground factors such as marital status, veteran status, 


former types of jobs, and others. “This exam was part 
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ol a personality assessment program carried out by 
the Colorado Institute for Research in Human Re 
lations. 


Type of Data. The source of data was the High 
way Patrol’s personnel files for data such as height, 
weight, age, marital status, number of dependents, 
former jobs, highest salary previously attained, pei 
sonality, etc. Psychological tests used are unknown 


by the writer at this time. 


Results. Vhe results indicated that, other things 
being equal, a man who was cither single, or mai 
ried with only a wife as a dependent, who had been 
employed in agriculture, skilled or protective occu 
pations or any combinations of these occupations, 
would be a good patrolman. ‘The results also indi 
cated that a man who had been a leader officially in 
another capacity, who was either married with mor 
than one dependent or divorced, even though he met 
the physical, mental, and moral requirements ol 
the patrol, would be a poor risk as a patrolman. 


The Selection of Patrolmen 
Purpose. This study was undertaken at the 1 
quest of the St. Louis Board of Police Commissioners 
In Jate 1947 an extensive reorganization of the Police 
Department was in progress. New equipment was 
secured, new office procedures were instituted, the 
crime detection laboratory was reorganized, a Polic« 
Academy for recruit and in-service training was or- 
ganized, and plans were made for the introduction 
of psychological methods for the selection and eval 


uation of personnel. 


Tests Administered. The tests administered were 
15 psychological exams with about 20 different sub 
divisions. Some olf these exams were: Police Aptitude 
Fest, Army Gen. Classif. Test, Cornell Word Form, 
Bennet Mech. Comp., Minn. Paper Form, Strong 


Voc. Inventory, and Rosenweig Picture Frustration. 


Result. Vhis information was not available to 
the writer, because of the personal aspect of the 
tests in relationship to the St. Louis Police Depart 
ment.*! 


Selection Methods for Police Recruits 
Purpose. The purpose of this study was to dete 
mine just what procedures and policies are employed 
by law enforcement agencies in their selection ol 
police officers in order to establish a standardized 
compilation of these procedures and policies, togethet 

with a suggested uniform method of selection 


Honovable Mention. 
for this study the author mentioned a number of po 


In compiling the information 


” Arthur C. Cross and Kenneth R. Hammond, “Social 
Differences between Successful and Unsuccessful State 
Highway Patrolmen,” Public Personnel Review, 12:159, 
July, 1951. 

' Philip H. Dubois and Robert I. Watson, “The Selection 
of Patrolmen,” Journal of Applied Psychology, 34:90, 
April, 1950. 
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lice departments which gave some sort of psycho 
logical exams to the applicants to that department. 
Some of those departments were: Detroit Police 
Department, St. Louis Police Department, Los An 
geles Police Department, Kansas City Police Depart- 
ment, Federal Bureau of Investigation, Chicago Po 
lice Department, Portland Police Department, San 
Francisco . Police Department, Berkeley Police De 
partment, and Philadelphia Police Department. 
The above departments are only a few of the de 
partments which use psychological testing In screen 


ing their applicants.** 


An Evaluation of the Predictors 
Purpose. Recently the City Service Commission 
of Baltimore undertook a study to evaluate the tech 
niques employed to select patrolmen lor the Police 
Department, inquiring into relation between success 
in the examination and on the job as indicated by 
achievement in the training school and as expressed 
in the evaluations of supervisors 
Vests Used. Tests used were: 
1) Pearson Product-Moment= corr. 
) 


2) Army General Classification ‘Test. 


3) Spelling test. 
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Recommendations. Certain specific recommenda 
tions regarding the examination procedure for the 
selection of patrolmen for the Baltimore city police 
department were made as a result of this study. It 
was recommended that: 

1) The Army General Classification Test be re- 
tained. Mostly because it was such an adequate se- 
lection device for the factor of learning ability. 

2) That the personal interview be continued since 
it probably tested an area which is not included in 
the scope of the Army General Classification Test. 

3) A specific test of spelling be included as part 
ol the Army qualifying procedure. 

1) A test of penmanship be included as part 
of a qualifying procedure, since illegibility was. re- 
ported as a factor which resulted in unacceptable re 


ports submitted by Patrolmen. 


Conclusion. In general, the techniques employed 
in the selection of patrolmen for the Baltimore City 
police department appear to be fairly satisfactory. 
Phe men passing the examination did correspondingly 


Thomas M. Frost, “Selection Methods for Police Re- 
cruits,” Journal of Criminal Law, Criminology and Po- 
lice Science, 46:135, May-June, 1955, 
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well in the training school and liter developed tito 
satisfactory Patrolmen as evidenced by evaluation by 
supervising officers. Unusually high standards can 
be maintained in spite of the relatively low salary 
difficult’ working conditions inherent in the 


position.” 


and 


Phe information which has just been exposed to 
the reader should at that Psychological 
Festing in Law Enforcement has made its mark. As 
more law enforcement agencies look into the merits 
that cer 


least’ show 


ol psychological testing, they will realiz« 
tainly their community, or agency, should have some 
resemblance of psychological tests for their applicants, 


Phe police chief must have something upon which 
to make a decision or a prediction of what the appli 
is likely 


Psychological tests for sereening applicants may be 


cants’ behavior to be in the future. Using 


the answer. 


CONCLUSIONS 


Most of us are now in the position in which we are 
doing one of two things in regard to testing of appli 
cants by psychologists and psychiatrists. We have 
our leet wet now and are procecding with it, or we 
are not yet convinced of the validity of such a testing 
We find ourselves in this position as a re 


OF 


) pel 


process. 
sult of a charge in September, 1952, that 
cent of the nation’s police officers are emotional haz 
ards to the public satety. 


Perhaps we will agree that the psychiatrist and the 
psychologist can give us immeasurable aid in pro 
viding us with an insight regarding the personality 
and emotional stability of the applicant. We hope 
he can provide us with a prognosis as to how the ap- 
plicant is going to get along with people as a result 
of the examination. 


We are all too aware of what happens when we can 
not eliminate those factors in the mental attitude ol 
the applicant which ultimately causes great damage 
to police prestige and public respect. We are also 
aware of the large number of police officers who are 
retired each year prior to the termination of their an 
ticipated uselul service as a result of nervous dis 
orders. ‘These conditions are brought about as a 
result of the stress and strains of the police job with 


which we are all too familiar. 


This type of psychological examination is not too 
expensive, and even if we climinate one cmotional 
unstable person it is well worth the cost of the pro 
fessional examination. We must assure ourselves 
ol the existence of at least two prerequisites: (1) we 
must have professional competence and (2) the ex 
aminations must be given by a man who has some 
with the 


familiarity problems of law cnlorcement. 


Phere is a great need to deline the psychological 


requirements lor a modern police officer. We are 
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all interested in really knowing whether or not we 
have a man with definite inferiority feelings. We 
want to know whether or not the applicant has a 
feeling of hostility, aggressiveness or a persecution 
complex. How do you and I recognize a sadist? 
hese elements do not always appear on the surface. 
Although police administrators all probably prid 
themselves on the fact that they can “size up a man,’ 
they through bitter experience that 
this is not so. We do not always detect the persons 
who always seem to have accidents, always in trouble 


have learned 


with his neighbors or his employers, the homosexual 
or those who do not profit from expericnce or actual 
punishment. ‘There are few among us who can detect 


the latent psychotic, the latent social malcontent on 


the partially fixated immature person who reacts 
poorly under stress. 

Incidentally, as a bit of information and interest 
to the reader, | have recently found that German 


police departments give many of their examinations 
under conditions of extreme stress and almost chaotic 
conditions. Loud noises, frequent interruptions, un 
comfortable positions are the order of the day. When 
these administrators in) Germany were asked how 
they expected a person to think properly under those 
men have 


conditions, they replied that since thei 


to make their decisions under stress, this was the most 
valid test of thinking processes reacting under thes 
conditions. Personally, the more I think of this the 
better I like the idea. 

I have already mentioned that we do not know 
for certain what it takes to make a good policeman. 
However, we have at least some what 
makes a bad policeman. 
from that large group of emotionally disturbed peo 
ple known as Personality Disorders, which includes 
the latent psychotic, the latent (or overt) social mal 
content or rebel, and the partially fixated immature 


Therefore, it 


concept ol 
“The bad policeman comes 


person who reacts poorly to stress.””*! 
would seem that we must, for the time being at least, 
be satisfied with a negative approach in this area. 


It is manifest that every reasonable effort must be 
made to devise effective means of preventing poten- 
tially bad candidates from being appointed or gain 
ing tenure in police agencies. In addition, the ultimate 
professionalization of the law enforcement vocation 
requires the elimination of those whose personality 
defects are such that their appointment is not in the 


best interests of the police service or society. 


In the broad sense, progress toward prolessionaliza 
tion depends to a considerable extent upon the adapta 
tion of professional disciplines to the law enforcement 
vocation. We have been most alert in applying the 
modern developments of physical sciences to police 
operations. We should be no less eager to utilize the 


Jewel E. Mullinesus, “An Evaluation of the Predictors 
Used to Select Patrolmen,” Public Personnel Review, 
16:84, January, 1955. 


' Gallati, op. cit., p. 193. 
Lhe Police 
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values and merits inherent in the social sciences. 
The field of psychology has many important contri 
butions to make to police science, including the ap 
plication of psychological testing to police selection 
procedures. 

“We can’t get along without the police, and the 
better the policeman, the better he will do his job 
and the better the community is going to be.” 
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Police Firearms Instructors Organize 


The nation’s top police shooters and instructors 
attending the first annual meeting of the International 
Association of Police Firearms Instructors at the Van 
Orman Hotel in Bloomington, Indiana, June 10th, 
selected a former national champion with the pistol 
as its new president, Chief Patrol Inspector William 
Poney, Jr., of the U. S. Border Patrol, El Paso, ‘Texas. 
He also fired on teams representing the United States 
in Olympic and other international competition and 
has for years been in charge of firearms training fon 
the Border Patrol. 

Originally this organization was formed in 1958 
during a Firearms Instructor’s School at the Center 
for Police Training, Indiana University, Blooming: 
ton, and was then named the Mid-West Firearms 
Instructor’s Association. In the ensuing year the flood 
of applications for membership caused the name ol 
the organization to be changed to reflect memberships 
awarded to firearms training officers in Canada and 
Puerto Rico. 

New by-laws were voted and will allow applications 
for membership without geographical limitation ol 
any kind. However, the original vocation limitation 
is maintained and memberships are open only to ap 
plicants who are bona fide instructors in a law en 
lorcement agency. This is the first professional or- 
ganization of police firearms instructors. 


25> William H. Parker, Parker on Police (Springfield, 
Illinois: Chas. C Thomas, 1957), p. 140. 








More than 525 Law 
Enforcement Agencies Agree! 


Over 525 law enforcement agencies now utilize 
the polygraph. 

These police chiels—who have had theiy men 
well-trained—are unanimous in their praise. 

Protecting the innocent, determining the guil- 
ty, gaining court-admissible confessions, improv- 
ing public relations, plus saving time, money 
and effort are the main advantages a competent- 
ly-trained polygraph examiner can accomplish, 

Get the best training available at a recognized 
school—a_ school approved and supervised by 
The University of the State of New York. 


Cleve Backstei Richard O. Arther 
Directo) Chief Instructor 


National Training Center of Lie Detection 
57 West 57th Street @ New York 19, N. Y. 


Plaza 5-5241 





Provides a rugged, easy to install, one man 
operation unit. Unmatched performance and su- 
perb quality reflects itself in satisfactory oper- 
ation over long periods under most adverse field 
conditions. A few of the features are; extra large 


dial and pointer, heavy gauge aluminum cases, 
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Safeguards for Department and Personnel 








Perhaps it is best to conline the scope ol this dis 
cussion to Municipal law Civil 
Service, although the principles advocated are ap 
plicable to law enforcement on other levels of govern 
ment. 


enlorcement and 


Firstly, civil service means many things to many 
people, and all ave prone to regard the entire sub 
ject in light of their own experiences. In some 
communities and states a civil service system works 
concerned; 


The basic 


satisfactorily and advantageously to all 
in others the results are not so satisfying. 
premise has always been sound and, as in every othe 
human undertaking, the primary and ultimate sue- 
cess depends upon the integrity and competence ol 


those involved in the system. 


I have worked in communities which laid claim 
to sound civil service practices, but in actuality they 
were nothing more than a shield to cover and protect 
political manipulations and manipulators, sometimes 
of the most venal type. For example, one of the 
questions asked in the so-called “oral” examination 
in one such community was an inquiry into the politi- 
cal party registration of the applicant. One board, 
which conducted all of the examination procedures 
itself, was composed of three members: a railroad 
brakeman, a newspaper type operator and a lawyer. 
These three, with the help of their executive secre 
tary (who eventually assumed most of the power), 
composed the questions, marked the papers, and 
certified the list. Eventually they dispensed with the 
oral examinations, mainly because applicants — re- 
sented being asked their political registration. ‘The 
members alternated in 
new mayor appointed at least one political henchman 


two-year periods and every 


of his own. If he stayed in office long enough, he, 
of course, governed the thinking of the entire board. 


Another community purported to have a civil ser- 
vice board, but it was inoperative and meaningless. 
The mayor's secretary gave the examinations and 
executed the list ol examination. No 
oral examination was conducted in this community 
either. Political 


names alte. 


partisanship governed not only 


Muuteipal Law Euforcement 
aud the (Civil Serice System 


By EDWARD J. ALLEN 
Chief of Police 


Santa Ana, California 


patrolman appointments, but all promotional po 


sitions as well. No promotional examinations of 


any kind are given. 


It is obvious that such practices are detrimental to 
any community and to the police departments which 
are subject to them. Political favorites can be appoint 
ed under such a system and are difficult to remove, 
since the same board (or official) selecting them sits 
as the judicial body before which complaints must 
be made and is vested with the power to render final 
decisions. ‘Thus, corruption can be permanently se 


cured and insured. Indeed, it is a built-in certainty 


In one community where [ held the post of police 
chief, the treasurer of the local 
Police embezzled part ol 
The organization ordered an audit of the books, dis 
covered the shortage and expelled the police officer 
from the organization. He was promptly fired. Just 
as promptly he appealed the discharge to the local 
civil service board. By this time, the railroad mem 
ber of the board had been replaced by a_ public 
school teacher. After a hearing, 
which the police chief was cross-examined at length 
by the attorney for the discharged officer, the board 
unanimously decided that “firing’’ the officer was 
too severe and changed the dismissal to a five-month 


Fraternal Order olf 


the organization’s funds 


lengthy during 


suspension. They did not question the evidence, but 
Neither did 
P. elect to prosecute him for the 


thought dismissal was unduly harsh. 
the F. O. 


Thus, a proven thief was re-instated by civil servic 


crime. 


in this community. 


The foregoing are, of course, flagrant 


ol the abuse of civil service. 


examples 
On the other hand, every 
efficient, honest, and capable police officer ought to be 
guaranteed a just measure of security in his work. 
This guarantee should ranks 
patrolman through a chief's post. It is discrimina 
tory and prejudicial to exclude 
from civil service protections. 


encompass all from 


a particulan rank 
No one is happy ot 
content in a position from which he can be sum 
marily discharged without cause, nor can he do his 


best work under such conditions. He lies prostrate 


0 
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beneath a sword of Damocles, and each decision he 


mikes, however just and fair and beneficial to the NOW... for every 
community and to the department, lowers the swing 


ing knife that much closer to his neck, /F such de own man on duty! 
cisions displease the self-centered political powers TOPTE xX 
that be. Their primary goal is to fortify themselves 

the public interest runs a poor second. To place a GENERAL DUTY 
capable worker at the mercy of such unscrupulous 2s “code THREE” 
politicians is both unjust and degrading. Whether 7 

the system is called “civil service” or by some other HELMETS 
name, a capable and honest workman must be re 
garded with the same dignity and consideration that ... he'll need life-saving head protection! 


TOPTEX introduces the new, exclusive, lighter-weight gen- 
eral duty helmet, for foot patrol and patrol car duty and 


behind an impregnable wall of political patronage 





employers demand for themselves. 


In the police ser ice, therefore, a merit sy stem that wherever there is not maximum exposure to injury requiring 
is just and equitable, protected from venal political the greater protective features of the famous TOPTEX 


motorcycle helmet, which has met the rigid specifications set 


domination, is not only desirable, but for the at . . 
: forth by the Los Angeles Police Department and the Calli- 


U 


tainment of the best possible results is indeed es 
sential. 

It is essential, too, to erect safeguards for the bene 
fit and protection of both police officers and the 
community. The system evolved at Santa Ana, Cali 
fornia, and many other California communities ap 
proaches the ideal. Every post is within the civil 
service structure and is municipally controlled. ‘To 
begin with, the city has a Personnel Director whos¢ 
office operates under the authority of the City Mana 
ger, who is responsible for hiring all department 
heads. The Personnel Director is a member of the 
cabinet, or staff, of the City Manager, which is com 
prised of all department heads. It is the responsi 
bility of the Personnel Department to provide appli 
cant lists for all city departments, including the Po 
lice Department. This is accomplished through van 
ious testing and examination procedures and pro 
cesses. With respect to the Police Department, the 
applicant must successfully pass a series of tests: writ 
ten, oral, agility, medical, and psychiatric. In addi 
tion, a thorough investigation of his background is 
conducted by members of the Police Department. 
Information is provided for this investigation from 
the comprehensive personal history form which the 
applicant is required to execute in addition to the 
application form required by the Personnel Depart 
ment. His fingerprints are, of course, searched in 
the indices of the FBI and the California Criminal 
Identification Bureau. His school and work records, 
home life, and neighborhood reputation are thorough 
ly investigated prior to his final interview by the 
top staff of the Police Department. This interview 
is exhaustive and piercing, during which the policies 
and procedures of our particular department are 
outlined in detail, some of which include (1) no out 
side work and (2) no “mooching” (not even a cup 
of cottee). 

In other words, we reverse the procedure of the 
way civil service works in some communities. In 
stead of making it easy for officers to get on the de 
partment and difficult to get them off, we make it 
difficult to achieve an appointment and very easy 
to sever relations for mutual benefit. “Towards this 
end, we have lengthened the probationary period 
from 6 months to 12 months, during which period 
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the probationary appointee may be summarily drop 
ped. If this is considered harsh, it is pointed out 
that during this period he is not as yet a permanent 
police officer. The first year is merely a part of the 
testing process and he can be dropped from the list 
for failure during that period even as he could have 
been dropped if he had failed any of the other phases 
of the examination process previously mentioned. 


Po protect the applicant, neither the police de- 
partment nor the local personnel division executes the 
written tests. This is done by a private statewide 
agency whose personnel also grades the papers. Ap- 
plicants are unknown to this agency. “The oral board 
is generally composed of three members. Qualified 
police officials and administrators from other com- 
munities and political subdivisions are selected, and 
olten a city manager or some other high-ranking ol 
licial from other communities sits as one of the 
three-man oral board. ‘This community service ren 
dered by police and other public officials is gratis 
and reciprocal. The examining psychiatrist is also 
from another community. 


It is the police department itself which conducts 
the background investigation and the final inter- 
view. (We have found it profitable to give appli- 
cants a spelling test, plus the TACP police adapta- 


bility test at this point.) The department is au- 
thorized to select one of the top three for appoint 
ment. However, if the background investigation 


reveals undesirability, the personnel office has the 
authority to drop the name of such an applicant from 
further consideration. Our geographical selection 
on the patrolman level is nationwide. This is like 
wise true of the post of police chief. As time pro 
gresses there may be other in-grade nationwide ex- 
aminations. Indeed, practices of interchange and 
exchange with other departments throughout the 
country will eventually become commonplace. — We 
are already exchanging and = interchanging — police 
personnel on international bases for various periods 
ol time. ‘There have been a number of such “loans” 
and “leave of absence” exchanges within the cor- 
porate United States. ‘These policies are steps to the 
ultimate professionalization of the police service. 


Each position of rank from the patrol level through 
chief includes a probationary period during which 
the officer may be dropped. The period, except 
lor patrolmen, is six months. After having secured 
permanent appointment, however, an officer can 
not be reduced in rank or discharged without an op 
portunity to be heard before the city personnel board 
if he feels that his weatment has been unjust. This 
board is composed of five leading citizens appointed 
lor four-year periods. At the outset three were ap 
pointed for two years and two lor four-year periods 
so that there is always continuity. Although council 
appoints the board members they are not responsible 
to the council collectively or any member thereol 
in their decision-making. In fact, the city charter 
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makes it an offense to be thus influenced. Miscon 
duct must be proven beyond reasonable doubt be 
fore the board, although the rigid evidence rules 
that prevail in criminal court are not necessarily ad 
hered to. The board is interested in the admission 
of the truth, not its exclusion. 


It is readily seen that under such a system both 
employee and employer are given the maximum [re 
dom to accomplish their duties and responsibilities 
without fear and without favor. It engenders a [eel 
ing of mutual respect and encourages everyone to 
strive for and to attain his highest potential. We 
encourage a highly competitive atmosphere so that 
none but the best achieve appointment or promo 
tion; but, having carned his post, he can feel content 
and secure so long as he continues to acquit himsell 
in a capable and honorable manner—AND he is com 
pletely independent from the manipulation or mach 
ination of the politician, be he venal or merely am 
bitious. 


Political control of a police department ALUS7 
eventually erupt in scandal, since inefficiency and 
corruption infiltrates and emanates from a politically 
ridden police department just as surely as malaria 
emanates from a noisome swamp. A_ police depart 
ment politically controlled and with no_ positions 
safe from the tarnished hand of the politician gives 
birth to the twin evils ol stupidity and cupidity, 
and one is as bad as the other insofar as the reputa 
tion of the police department, hence, the reputation 
of the community itself, is concerned. There are, 
of course, individually honorable politicians, but 
they are swallowed up in the collective group and they 
must perforce .“go along” with the party, or the cw 
rent “administration,” despite private moral prin 
ciples. My own 25 years of battling such as they 
convinces me of the truth of Abraham Lincoln’s ob 
servation: “Politicians are a set of men who have 
interests aside from the interests of the people and 
who, to say the most of them, are, taken as a mass, 
at least one long step removed from honest men.” 
Civil Service rules and regulations for police officers, 
then, are essential and of value to the community 
and to the officer, but only when politicians in ot 
out of office cannot dominate the system 


Speaking in terms of our local department, when 
I was appointed chief of the Santa Ana Police D« 
partment five years ago, the city had a population 
of 69,000. The latest census now places the figure 
at over 106,000, and the prediction is that within a 
decade it will be over a quarter of a million. Five 
years ago there were 16 cities in this county—today 
there are 22. The county population is now 715,000. 
This rapid population growth indicates that there 
will continue to be need for expansion of police 
service here. 


Police personnel in the past five years has in 
creased about 35 per cent. The average age of ow 
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patrol personnel is 24. And, at least 85 per cent in 
all ranks are attending college or have already re- 
ceived their degrees. The city reimburses the tuition 
if satisfactory grades are received. 

We encourage not only police science education, 
but a liberal arts course as well, since we feel that a 
police officer must deal with more non-criminal 
problems than criminal. We further believe that 
more is to be learned about human nature from 
Shakespeare than from all of the so-called detective 
tomes combined, for, after all, most of his plays deal 
with crime and the vagaries of human nature. 


We do not expect to have superior men with in- 
ferior salary scales. Annual salary increases for the 
past five years have brought the present patrolmen’s 
salary up to $550 per month—an increase of almost 
75 per cent over the 1954 rate. The monthly salary 
of the chief of police has been increased to $1,100. We 
anticipate a further increase when the 1960-61 fiscal 
budget is approved. 


Merit Systems and Unions 


During discussions of a new city-union contract 
in Philadelphia, Pa. the Pennsylvania Economy 
League and the Philadelphia Bureau of Municipal 
Research in its joint publication, Citizens’ Business, 
features some of the general and specific arguments 
which are often advanced in opposition to a union 
shop for public employees. One of the items may 
be of particular interest to police administrators as 
a supplement to discussion on the same subject ap 
pearing in the IACP bulletin, Police Unions—the 
compatibility of unions with established merit and 
civil service systems. 


The following is quoted from Citizens’ Business: 


“It has been suggested that union shop is unneces 
sary in a jurisdiction which adheres, as Philadelphia 
does, to merit system principles and also that the two 
(union shop and merit system) are in fact incompat 
ible in some respects. There are, for example, the 
following opposition viewpoints on grievances and 
promotion practices: 

“The Civil Service Regulations provide adequate 
machinery for handling employee grievances, and 
the intercession of union representatives is super- 
fluous. (Sections 7-300, 7-401, 10-111, 10-108 and 
7-303 of the City Charter are quoted.) 

“Considering these provisions in relationship to 
the union shop proposal now under discussion—or, 
indeed to any proposal which would compel member- 
ship in any organization—several involved legal ques- 
tions arise: 


“Can compulsory membership in a union be com- 
patible with the concept of municipal employment 
required to be ‘based on merit principles and scien- 
tific methods’? 
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“Does the protection afforded to employees to en- 
gage in lawful union activity include the concept of 
being compelled to engage in union activity? 


“Can union membership be compelled, in the face 
of Section 10-108 (2) which specifically prohibits the 
solicitation or acceptance of money or other valuable 
consideration as a prerequisite to appointment, pro- 
motion or advantage in the civil service? 


“Can it be successfully contended that an employee's 
failure to become or to continue as a union member 
constitutes just cause tor dismissal? 


“The ultimate answer to these and other questions 
will doubtless have to be provided by the courts, and 
the outcome is not predictable. However, it can be 
said that, at the very least, the city will be confronted 
by some significant legal problems in attempting to 
establish the validity of a union shop contract to 
which the city might be a party.” 


Oklahoma Plans for State Standards 


The Oklahoma Sheriff and Peace Officer's Associa- 
tion is moving toward a plan for statewide standards 
and certification for law enforcement officials in 
the state under a new and more aggressive policy 
adopted at its state convention. 


he first step toward this goal has been the election 
of O. K. Bivins, former director of the State Bureau 
of Investigation, executive secretary of the Associa- 
tion and business manager for its official magazine. 
“In the past the Association has been little more than 
a social group, with an occasional stand on legislative 
and educational matters,” James J. Robinson, co- 
ordinator, Southwest Center for Law Enforcement 
Education, University of Oklahoma, reports. “With 
the new policy in effect, it plans a more aggressive 
program of legislative reform, upgrading of status, 
improvement of salary and working conditions for 
all law enforcement personnel, and to make its maga- 
zine, which has been litthe more than a collection of 
advertisements and a few announcements, into an 
educational journal. It also proposes to help the 
Southwest Center for Law Enforcement Education to 
expand its growing in-service training activities, to 
enlist public support for an expanded pre-service 
program leading, perhaps, to a statewide certification 
program along the lines of those adopted recently by 
California and New York, and to help the University 
of Oklahoma start a credit program leading to an 
associate of arts or four-year degree in police science.” 

Mr. Bivins, an active member of IACP, requests 
help from other members through suggestions, ideas 
and articles which will assist Oklahoma in developing 
the best law enforcement and educational program 
possible. His address is 3345 N. W. 27th Street, 
Oklahoma City, Okla. 
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The Long Beach Police Department became mo 
bilized in 1915 when a Studebaker touring car re- 
placed a horse. It now operates 46 black and white 
cars, 19 unmarked cars, 12 motorcycles, and II three- 
wheelers to police the city, which has grown to a 
population of about 350,000. 


Phere was a similarly fast growth of radio equip 
ment necessary to communicate with all these units, 
not to mention other cities in the police network and 
other emergency and law enforcement agencies in the 
Long Beach area. The growth of radio equipment, 
however, was not as orderly. 


Old police cars could be traded in for new ones 
Without a single minute of patrol time lost. ‘The 
equipment used by our radio operators at head 
quarters just kept piling up as new equipment was 
developed and was put to work in the department 
to speed law enlorcement and emergency calls. 


Radio gear, mikes, telephones, switches, status 
boards, maps, data stamps, pneumatic tubes, conel 
rad equipment, hot sheets and notebooks all were 
added to the equipment surrounding the harassed 
radio operator. The efficiency of any police de- 
partment is taken lor granted by the general public, 
but IT think they would have been amazed at how, 
mostly through perseverance, we managed to main 
tain radio communication with up to 20 district patrol 
units, traffic enforcement units including radar cars, 
detective cars, juvenile field units, and vice and 
narcotics investigation units, in addition to police 
departments on the inter-city network, Life Guards, 
U.S. Navy Shore Patrol, Harbor Department Patrol, 
lire department, ambulance service, trattic signal 
maintenance shop and police radio shop. 


When the voters of Long Beach approved a bond 
issue lor a new Public Safety Building and we could 
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New Building Gives Impetus 





Updating Our Police 


Communications 


Ceuter 


By WILLIAM J. MOONEY 
Chief of Police 
Long Beach, California 


move out of our cramped quarters in the City Hall 
this year, we decided to begin anew with our head- 
quarters radio comunication system. Not only did 
we desire and need a radio system that would do 
justice to the beautiful new building and keep up 
with the communications requirements of a modern 
police department, but we had to look ahead to even 
greater population in Long Beach and surrounding 
communities, more boats in our harbor, more visi 
tors to our beaches and amusement park, all of which 
will mean more units and agencies on the radio link. 


We decided, to leave the job to the established com 
munications equipment firm, Westrex Corporation, 
a division of Litton Industries of Beverly Hills, 
California. This firm not only had developed a com 
mand communications console based on extensive hu 
man engineering required for maximum efficiency, 
but also could give us the engineering support neces 
sary for modernizing our complete radio system. 

We were pleased to learn from Westrex enginecrs 
that we did not have to scrap our existing radio 
equipment. It could be used with the new system 
and the new console. With an eye to the future, 
however, we decided to add enough radio equipment 
for six channels of two-way communication and 
nine channels of monitoring. 

We had plenty of space in the sound-proofed radio 
room so, on the advice of engineers, we installed the 
radio equipment on the wall opposite the command 
console. This greatly reduced the radio interferenc« 
and provided enough space for maintenance with 
out interfering with the radio operator. A door 
provides entrance to the back of the radio panels. 

The console itself is a masterpiece of organization. 
We asked that it be large enough for two operators, 
and it is so arranged that each operator can quickly 
find what he needs. There is a place for everything. 





1960 The Police Chief 



















all 
id- 
lid 
do 
Ap 
rm 
en 
ng 
si- 
ch 
ik. 


in, 








\ simple thing like a foot control, lor example, 
had the effect of giving cach operator one more hand. 
Now it does not require a juggler to answer the 
phone, write down important information and oper 
ate the radio at the same time. 


There is a status control board for each operator, 
making it easy for them to indicate the status ol 
each unit. 


In short, the arrangeinent is engineered to make 
things as easy as possible for the humans who must 
operate it. 

Several technical improvements were made to om 
basic radio equipment to make it’ function less 


noisily at both ends. ‘The boom microphones tor 
the operators, for example, are “direct feeding.” This 
helps climinate background noise around the con 
sole. A compressor amplificr, whose primary pw 


pose is to reduce unusually high noises to a_ level 
within the range olf the radio equipment, has the 
bonus quality of screening out background noise. 





1 command center “human engineered” for the 


convenience of operators. Note how radio equipment 
is on the opposite wall, 


The problem of moving an entire police depart 
ment is a story in itself, but we were glad to find 
that we were able to broadcast continuously during 
the move. We used our standby transmitter on the 
Public Safety Building roof while we were moving and 
reinstalling the primary equipment, which broad 
casts through a transmitter on Signal Hill. When 
the primary equipment was ready, the operators on 
the next shift merely reported to work at the new 
Public Safety Building instead of the old City Hall. 
and began broadcasting. 


The only two channels we are currently using are 
the “main” channel (156.15 megacycles) for com 
municating with cars and the other enforcement and 
emergency services in our city, and an_ inter-city 
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This is the new Public Safety Building in Long 
Beach, Calif. Of modern design, it gives the Police 
Department spaciou 


ficient quarters to replace 
the forme) cram ped quarters in City Hall. 


channel (155.138 mc) for communicating directly with 
the 21 other entorcement offices from Bakerslield 
to San Diego on Network No. |. We have a UHF 
link with the primary transmitter in Los Angeles on 
the secondary in Orange County. From here micro 
wave frequency links all offices on the network, in- 
cluding ours. The radio system is designed so that 
all calls for other olfices are muted except when 
our number is dialed. On our command console this 
is a telephone type dial. 


We have an inter-communication telephone net 
work to the fire department (located in the same 
building), the ambulance and the traffic signal shop. 
his, also, is built into the console to facilitate its use. 


\s T stated, four other two-way channels await ou 
use. We soon hope to use one of these for all traffic 
units. We then will have two channels for cars 
and cycles. The other three two-way channels will 


be assigned as the need arises. 


Phe radio portion of our radio room is as modern 
as the 193,486-square-foot building housing it. We 
still have one vestige of the old Police Department 
to remind us of how crude the conditions were. The 
pneumatic tube that carries messages throughout 
the departinent is much bigger and noisier than 
modern message transport systems. The radio op- 
erators report that incoming messages sound like a 
freight train coming through. We have called in 
the original manulacturer to see if something can 
be done to improve it. The command console gives 
him something to aim at. 


The Mississippi Highway Patrol, starting August 
15, will have its nine district inspectors FBI-trained 
as firearms instructors, Public Safety Commissione 
Thomas Shelton reports. They will fire, then teach, 
the FBI's practical pistol course on combat firing. 
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Detroit Wagons Double As Ambulances 


“<a 


Experimental use of four Dodge station wagons, 
specially equipped to double as ambulances, are 
making their debut in Detroit, Mich., replacing four 


patrol scout cars. If the pilot’ project, which its 
based on more than a year of study and research 
by the Detroit Police Department, is successful, the 
wagons may eventually be substituted for half the 
scout Cars now in use throughout the city. 

Manufactured by Dodge to meet specifications set 
up by the Detroit Police Department, the 8-cylinde: 
Seneca wagons are equipped with collapsible-type 
cot stretchers and can carry two sick or injured per- 
sons at one time. Resusitubes, specially designed de 
vices for mouth-to-mouth respiration, also are part 
of the equipment. 

Manned by two trained and experienced officers, 
each of the cars covers a regular scout car territory 
and handles normal police calls as well as emergency 
runs. 


In announcing the experimental program, Police 
Herbert W. Hart said, “The expe 
icnce of other cities merited furthe: 


Commissione! 
study by ow 
department. If our pilot study proves successful, the 
use of station wagons will no doubt be expanded.” 
Vo give the vehicles as severe a test as possible, they 
have been assigned to a precinct which covers more 
than 200 square miles of the northeastern section 
of the city. ‘The precinct also was chosen because 
it has more ambulance runs than any other precinct 
in Detroit. 


Inspecting one of the lour station wagon—scout 
car—ambulance vehicles in Detroit are, left, Super 
intendent Louis Berg and Police Commissioner Hei 


bert H. Hart. 


Law Enforcement Institute At Dallas 

The Southwestern Law Enforcement Institute will 
feature a review of methods for effecting traffic 
safety in Dallas, ‘Texas, September 12-14. Police of- 
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ficials from throughout the United States are ex 
pected to attend the lectures which will run_ the 
gamut of subjects relating to tralfic law enforcement. 

Sponsored by the Southwestern Legal Foundation 
and Citizens’ Traffic Dallas, regis 
tration fee for the program is $35; however, a limited 
number of tuition scholarships are available. Appli 
cations for scholarships must be submitted no latei 


Commission ol 


than September | to the Southwestern Law Enforce 
ment Institute, Hillcrest at Daniels, Dallas 5, 
Cities holding memberships in the Institute may send 


Texas 


as Many representatives to the program as they desir 
Without payment of registration [ces. 


Governor Commends Police Efforts 


Governor Stephen I. .&. McNichols has commended 
the hundreds of governmental officials of the 50 
states for their cooperation in aiding 56,078 Boy Scouts 
and leaders on their trips to and from the National 
Jubilee Jamboree of the Boy Scouts ol 
this summer in Colorado Springs. 


America held 


“State police, county and municipal government 
olticials have assisted the Scouts by providing equip 
ment, caravan leadership and in many other ways to 


make their assembling 


g, movement and housing ar- 


rangements as easy as possible on the trips across 
the nation,” he said. 
this gathering of youth, Colorado has provided 200 
sivie_ police cars and hundreds of officers to assist 


“Realizing the importance ol 


traffic movement of thousands of visitors to the 
Jamboree here in the shadow of Pikes Peak.” 


Kentucky Cadets Complete Training 





Governor Bert Combs, right above, congratulates 
Kentucky State Police Cadet James Farris, 
valedictorian of the 28th State Police Cadet Training 
Class, while State Safety Commissioner Glen Lovern, 
left, looks on. The 23 cadets in the course were the 
first to complete their cadet training at the new Stat 
Police Academy near Franktort. 


lroope) 
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Northern California Police School 


The Northern California Peace Officers’ School 
is holding its 24th session, marking 12 years of oper- 
ation, on September 26th at the Concord Police 
Academy, Concord, Calif. 

The school is offered twice a year by Diablo Val 
ley College and cooperating city, county and. state 
agencies for peace olficers, regulatory and security 
oflicers, and selected personnel of official agencies. 


Five weeks of intensive study, 214 hours of instruc 
tion, including I! hours of written tests, is offered. 
Students receive 10 units of credit which are trans 
ferable to their local junior colleges for application 
toward the Associate in Arts Degree. There is no 
tuition charge, but students pay their living costs fon 


dormitory quarters and board. 


Course for Railroad Officials 


Phe 10th International Railroad 
Academy will be held at the Congress Hotel, Chicago, 


Annual Police 


Illinois, September 19-30. The 80-hour course of po 
lice instruction is for officers and special agents of 
the railroads of the United States, Canada and Mex 
ico, sponsored by the Protective Section of the As 


sociation of American Railroads. 


Polygraph Examiners To Meet 


Che 7th annual meeting of the American Academy 
of Polygraph Examiners will be held September 9 
at the Hotel Washington, Washington, D. CC. Ap- 
plications, copies of constitution and further infor 
mation may be obtained by writing to Secretary 
Raymond J. Weir, Jr., 1038 Evarts Street, N. E.. 
Washington 18, D.C. 


New England Chiefs To Meet 


The New England 
is holding its annual meeting at Wentworth-by-the 
Sea, New Hampshire, September 11 through 14. Pre 
siding will be Superintendent John Lyddy, Bridge- 
port Conn., Police Department. 
of the Association is Chief John J. 
Mass., Police Department. 


Association of Chiefs of Police 


Executive Director 
Kirby, Chelsea, 


In the first quarter of this year, serious crimes in 


creased substantially, according to Uniform Crime 


Reporting release on June 2. 


Serious crime in each 
category was up 7 per cent above the 1959 period 
Murders, up Il per cent, showed the sharpest ris¢ 
Forcible rape and felonious assaults with dangerous 
weapons occurred with 5 per cent greater frequency 
than in the first quarter of 1959. Robberies, similat 
to crimes against the person in viciousness and in 
volving the use of a gun, knife, other dangerous 
weapon or force against the victim, jumped 7 pet 
cent. Other property crimes were led by burglary, up 
10 per cent. Auto thefts increased 6 per cent, while 
other serious thefts ($50 and over) rose 5 per cent. 
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Jalousie Windows for Patrol Wagons 








The Philiadelphia, Pa., Police Department recently 
installed jalousies on the veay windows of its entire 
vehicles. The Atr Maste) 
jalousie offers positive security with maximum venti- 


fleet of emergency) 


patrol 


lation. 


New England Plans Training Course 


training officers from the six New 
recently to discuss content ol 
courses to be Northeastern University’s 
new Department of Law Enlorcement and Security, 
which is headed by Robert Sheciian. 


State police 
England states met 
offered by 





subcommittee on 


constituting the 
England State Police Administrators’ 
Conference, met at the Massachusetts’ State Police 
Academy, July 21 at Framingham, Mass. They are, 
l. to vr, Mr. Sheehan, Captain James A. Cretecos, 
commandant of the Academy; Deputy State Police 
Commissioner Clayton L. Havey, and Det. Lt. An- 
thony Lecaire, also of the Massachusetts State Police. 


The group, 
training, New 
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NEWS ITEMS ABOUT MEN 





Agustin Patricio 
Director of New College 


Frank S. Tenny 
P. I. Legion of Hono 


Agustin Patricio, formerly Chicl of Division, Na- 


tional Bureau of 
ment of Justice, has been singled out to serve as di 
rector of the recently established Fan 
of Police Sciences and Criminology of ‘The Philip 
pine Law School in) Manila. 


Director Patricio is appealing to law enforcement 
agencies and others for assistance in building up the 
College's police library. “The study of criminology 
on a college level is practically new,” he comments, 
“and it is in its infant stage in the Philippines. The 
most important vehicles to encourage its study are 
books and other allied printed materials on the sub 
ject. “These are what we lack. We are appealing 
to friends who may be in a position to donate to 
us their extra books for our library. We will ar- 
range lor the shipment and take care of the expenses 
incurred. 


tremendous inspiration for us to forge ahead in ou 


Iam sure any help given us will be a 


mission to professionalize police work in the Philip- 
pines.” 


Many U 
Director Patricio to the United States from 
1957, to June, 1958, when he was an ICA participant 
in the IACP ‘Training Division program. While in 
this country he attended courses or made field studies 
at Washington International Center, the Southern 
Police Institute, Keeler Polygraph Institute, the U. S. 
Preasury Department, the Oklahoma City Police De 
partment, Detroit Police Department, and the [ACP 
Pralfic 


country was 


S. police officials will recall the visit ol 
\ugust, 


Division. His subject of study while in this 


“scientific lie detection and interroga- 


tion.” 


Frank S. Tenny, founder and executive director ol 
the Philippine Safety Council, Manila, and an ac- 
tive member of IACP since 1944, was recently pre- 
sented the Award of the Philippine Legion of Honor 
by Lt. General Manuel F. Cabal, Chief of Staff, 
Armed Forces of the Philippines, in recognition of 
his “eminently meritorious and valuable services ren- 
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Investigation, Philippine Depart- 


East College 


dered to the Government, particularly durit the 
period 1950 to 1952. 


tributed to the early restoration of peace and order 


IZ 
(which) immeasurably con 


throughout the land.” Mr. ‘Tenney was also hon 
ored by the Manila Law College, Philippine Colleg 
of Criminology, which conferred upon him the Degrec 


of Bachelor of Science in Criminology, Honoris Causa, 


Joseph Towns, 20-year member of the Fort Wayne, 
Indiana, Police Department, now retired from active 
service, has been appointed sales representative for 
the Delano Works, the 
tailers of cemetery memorials. “Uhe 


Granite world’s largest re 


les 


firm has a si 


stall of over 200 in 18 states at present 


Willis F. Jones, who left his position as Chiel of 
Police in Park Ridge, Illinois, to become associated 
with the Citizens Bank and Trust Company of that 
city, has been appointed Assistant Vice President and 


Director of Customer Relations of the bank 


assistant director ol in 


A. Robert Matt, formerly 
diana University’s Center for Training, has 


Relations foi 


Police 


been appointed Director of Public 
Colts Patent Fire Arms Manulacturing Company 


Fred .\. Roll, Jr., has 
Matt was an Indiana State 


President announced. Mh 
‘Trooper belore taking th 


University position. He is a top pistol marksman 


and firearms instructor. 





Jos. Towns W. lk. Jones 1. R. Matt 
Sales Job Vice Pres. New Gun Man 
Bruce B. Madsen is now assistant director lor field 
services of Michigan State University’s Highway Tral 


fic Safety Center, Gordon H. Sheche, director of the 
Madsen, Lake 
City, Utah, joined the Center's field stall in 1957, 


Center, announces. formerly of Salt 


following his graduation from Michigan State Uni 


versity. He was the nation’s first graduate in high 


way traffic administration, having completed the 


MSU to 


provide special traffic safety career training. He is 


newly established curriculum initiated by 


currently completing advanced degree work undet 
the program. 
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POSITIONS OPEN 











SALES REPRESENTATIVE. “The Delano Granite Works, 
Inc., “World's Largest Retailer of Cemetery Memoi 
ials,” has openings for full time and part time sales 
representatives, protected franchised territories, ex 
tremely good commissions, schooling and training 
by district managers. Apply, giving brief personal 
history age and address to Delano Granite Works, 


Inc., Delano, Minnesota. 


PoLickMEN. Phocnix, Arizona, is looking lor po 
licemen. Due to tremendous growth and recent an 
nexations by the city, the Police Department needs 
approximately 60 men. Minimum requirements are: 
Graduation from a standard high school or its equiva 
lent; height, 5°9°, weight 155 Ibs. Applicants will 
be required to pass a written examination, physical 
agility test, oral interview and medical examination. 
Successful applicants must serve a 12-month proba 
tionary period, residence requirements have been 
waived. “The job features a 40-hour week, pay range 
is $380 to $180 per month, 15 days a year vacation 
and 15 days a year paid sick leave if needed. An ex 
cellent pension plan and other fringe benelits dé 
signed to attract the highest caliber men possible. 
Experience is not necessary, as the department has 
With the rapid 


growth and expansion of the department, promo 


a Police Academy for its personnel. 
tional opportunities will be good for the officer who 


applics himsell 


\nyone interested in becoming a member of onc 
of the finest police departments in the U. S., in one 
ol America’s fastest growing cities, may obtain all 
information by contacting Personnel Department, 
City of Phoenix, 17 S. 2nd Ave., Phoenix, Arizona 


New President of Associated Research 


Richard W. Inman 
was recently named pres 
ident of Associated Re 
search, Inc., Chicago. He 
has been executive vice 
president of the com 
pany which manutac 
tures high voltage break- 
down testing equipment 
for the public utility, 
clectrical, electronic and 
missile industries, as well 
as the Keeler Polygraph 
lie detector. The company was founded in 1936 by 
Mr. Inman's father, the late James F. Inman. 


Mr. Inman 





Write For Our 116 Page Catalog 


Specify Your Title On Your Request 





W. S. DARLEY & CO. 
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CHICAGO 12, ILLINOIS 
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POLICE UNIONS 


° How Many ? 

¢ Where Are They ? 

Why Police Unions ? 
What Is Legal Status Of ? 


The answer to these and many other questions 
will be found in this revised edition of an earlier 
IACP bulletin. Just off the press. 74 pp., paper 


bound 


YOUR MEN SHOULD HAVE A COPY 


20% Discount 
10 or more 


Price $1.00 
Single Copies 


Order from 


INTERNATIONAL ASSOCIATION 
OF CHIEFS OF POLICE 


616 Mills Bidg. Washington 6, D. C. 

















News 
ane Views 


By Chief Bernard C. Brannon 
Kansas City, Mo., Police Department 











Calliope, Erato, Thalia and Polyhymnia 


The busy police administrator, with the mounting 
demands on his time and attention, that seem to mul 
tiply daily, often feels that he has little time to keep 
up with an outside reading program that most agre¢ 
is necessary for the well-informed person. 


We policemen know that we could spend 24 hours 
a day doing or thinking about our work. It is not 
the kind of job that allows us to close the desk 
promptly at five o'clock in the evening and also close 
our minds to the day’s happenings and the anticipated 
problems that will greet us in the morning. But we 
are told, and to most of us personal experience will 


verify, that a person is normally far better off when 
he deliberately and persistently plans for and carries 
out a program of relaxation, both mental and physi 


cal. 


While the majority of our citizens would probably 
sense an inconsistency to their image of a policeman 
on finding one with an interest in poetry, such a 
policeman need not really be an oddity. When Gen 
Tunney was in his prime as a champion athlete, 
great note was given his literary proclivity. In_ th 
public mind it was something exceptional and ex. 
traordinary to find one marked by the rigors of th 
ring also marked as a 


professional  prize-lighting 


devotee of the aesthetic. Nevertheless, many find 
in poetry a healthy, relaxing, informative and even 
inspiring divergence from the mundane. It is said 
that poetry, to be most effective, should be read o1 


recited aloud. And while it is sort of hoped that om 
favorite Sergeant doesn’t catch us spouting poetry, 
we have found the following verse not too heavy, 
rather appealing to the ear, and with a certain quali 


ty of practical philosophy. 





Back of the beating hammei 

By which the steel is wrought, 
Back of the workshop’s clamoi 

The seeker may find the thought; 
The thought that is ever Maste 

Of ivon and steam and steel, 
Phat rises above disaster 

And tramples it under heel. 


The drudge may fret and tinke) 
Or labor with lusty blows, 
But back of him stands the Thinke 
The clear-eyed man who knows: 
For into each plow or saber, 
Each piece and part and whole, 
Must go the brains of labor, 
Which gtves the work a soul. 
Back of the motors humming, 
Back of the cranes that swing, 
There is the eye which scans them, 
Watching through stress and_ strain 
There is the Mind which plans them 
Back of the brawn the Brain. 

Light of the roaring boiler, 
Force of the engine’s thrust, 
Strength of the sweating toiler, 
Greatly in these we trust; 
But back of 
The Thinker who drives things through, 

Back of the job the Dreamer 
Who's making the dream come true. 


them stands the scheme) 


—Berton Braley 
(“The Thinker’’) 
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I stood ona street of a busy town 
Watching men tear a building down. 
With a “Heave Ho” lusty yell 
They swung a weight and a wail fell. 
I asked the foreman, “Are these skilled 
As those you'd hire if you wanted to build?’ 
“Oh, no,” he said, “no, indeed.” 
is all I need. 
I can tear down in a day or two 
What it takes skilled men a to do.” 
And then IT thought, as I went my way, 
Which one of these roles am I trying to play? 
Do I walk life’s path with pride and care 
Doing my part, doing my share? 
Or am 1 
Content with the labor of tearing down? 


and a 


men 


Common labor 


Ved) 


one who roams the town 


Anonymous 


Reflect upon the dinosau) 
A giant that exists no more. 
Though brawny when he was alive, 
He didn't 
Whereas the unimpressive flea, 
Continues healthy as can be; 
So do not whimper that you're small 
Be happy that youre here at all. 


—Margaret Fishback 


manage to survive. 


(“Lines on a Small Potato’) 
If I’m to make my fortune climb, 
Pll have to quit just marking time, 
For looking glasses make me se 
That time has started marking me. 
—Richard Wheelei 
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One day through the primeval wood, 


But made a trail all bent askew, 
A crooked trail as all calves do. 

Since then three hundred years have fled, 
And I infer that calf is dead. 


But still he left behind his trail, 
And thereby hangs my moral tale. 
Che trail was taken up next day 
By a lone dog that passed that way; 
And then a wise bell-wether sheep 
Pursued the trail o’er vale and steep, 
Ind drew the flock behind him too, 
As good bell-wether’s always do. 
{nd from that day, o’er hill and glade, 
Through those old woods a path was made. 


find many men wound in and out, 
{nd dodged and turned and bent about, 
{nd uttered words of righteous wrath 
Because *twas such a crooked path; 
Bul still they followed—do not laugh 
The first migrations of that calf, 
tnd through this winding wood-way stalked 
Because he wobbled when he walked. 


Chis forest path became a lane, 

That bent and turned and turned again; 
This crooked lane became a road, 

Where many a poor horse with his load 
Foiled on beneath the burning sun, 

And travelled some three miles in one. 
tnd thus a century and a half 

They trod the footsteps of that calf. 


The years passed on in swiftness fleet, 
The road became a village street; 
{nd this, before men were aware, 

A city’s crowded thoroughfare. 

{ind soon the central street was this 
Of a renowned metropolis; 

{nd men two centuries and a half 
Trod in the footsteps of that calf. 


Each day a hundred thousand rout 
Followed this zigzag calf about 
{nd o'er his crooked journey went 
The traffic of a continent. 
1 hundred thousand men were led 
By one calf near three centuries dead. 
Chey followed still his crooked way, 
ind lost one hundred years a day; 
For thus such reverence is lent 
To well-established precedent. 


{ moral lesson this might teach 

Were I ordained and called to preach; 
For men are prone to go it blind 

Along the calf-paths of the mind, 
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A calf walked home as good calves should; 





fid work away from sun to sun 


To do what other men have done. 
They follow in the beaten track, 
And out and in, and forth and back, 
{nd still theiy devious course pursue, 
To keep the path that others do. 
They keep the path a sacred groove, 
Along which all their lives they move; 
But how the wise old wood-gods laugh, 
Who saw the first primeval calf. 
1h, many things this tale might teach 
But Iam not ordained to preach. 
Sam Walter Foss 
(“The Calf Path’) 


He declares he has get up and go 
And he has it for all that I know. 
But instead of proclaiming his ownership to it, 
I wish that he simply would get up and do itt. 
Phe Saturday Evening Post 


Well, anyway, some philosopher said, “Verse can 
reveal profound truths by an interesting and digesti 
ble use of the language. Poems have been the ve 
hicle of political, moral and patriotic teachings 


MISSING PERSON REWARD 


\ reward of $500 has been deposited for the loca- 
tion and apprehension of a missing teen-ager by het 
family, who is greatly concerned about her. 


Missing from her home 
in Washington, D. ¢ 
since December 31, 1959, 
is FREDDI JOANNE 
BAKST, age 15, born 
November 17, 1944, 
White, 5 feet, about 135 
lbs., black hair worn 
short, brown eyes re 
quiring eyeglasses which 
were of rhinestone-trim 
med black frames. Walks 
with a peculiar gait as 
result of surgery on feet 
as an infant. Caucasian 
but gives impression ol 
being Eurasian. When 
last seen was wearing 





light blue nubby wool 
coat, three-quarter-front 
buttoned dark red and black checked dress, blue 
headscarf, and low-heeled black shoes. She is_ be- 
lieved to be in California or Southwest, but may have 
gone on to other location. Has used alias of Chris- 
tine Odette Moliterri. 


Notify Metropolitan Police Department, Washing- 
ton, D. C., NAtional 8-4000, Extension 206. 
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(Officials in charge of police training courses are invited 
to list scheduled schools in this column.) 





Sept. 12—(to Dee. 2) Fall Term, Southern Police Institute, 
University of Louisville, Louiville 8, Ky. 

Sept. 12—Five-day, Southern Region Traffic Court Con- 
ference, University of ‘Tennessee, Knoxville. 
Tenn. 

Sept. 12—(to Sept. 23) Police Training Course, Subject 
to be Announced, University of Tennessee, 
Knoxville, Tenn. 

Sept. 12—(to Sept. 30) Fundamentals of Police Traffic 
Service, Northwestern University ‘Traffic, Insti- 
tute, Evanston, Ill. 


Sept. 12—Six-week Polygraph Examiners Training Course, 
National Training Center of Lie Detection, 57 
West 57th Street, New York 19, N. Y. 

Sept. 12—1960 Fall Course, Police Science and Adminis- 
tration, Arizona State College, Flagstaff, Ariz. 

Sept. 15—1960-61 Traffic Police Administration ‘Train- 
ing Program, Northwestern University ‘Traffic 
Institute, Evanston, IIL. 


Sept. 19—Fall Course, Police Science and Administration, 
Long Beach State College, Long Beach, Calif. 
(Registration request deadline Aug. 15.) 


Sept. 19—Five-day, 12th Annual Crime School and new 
Command School, sponsored by Boulder Police 
Department and Sheriff of Boulder County, 
Boulder, Colorado. Open to any police officer, 
no tuition or fees. 


Sept. 19—Two-week, Tenth Annual International Rail- 
road Police Academy. 80-hour course in police 
training for officers and special agents of the 
railroads of the United States, Canada and Mex- 
ico, sponsored by the Protective Section of the 
American Railroads. Congress Hotel, Chicago, 
Ill. 

Oct. 3—(to Oct. 21) Traffic Law Enforcement—Admin- 
istration and ‘Techniques, Northwestern Uni- 
versity ‘Traffic Institute, Evanston, III. 

Oct. 3—(Cto Oct. 21) Supervision of Police Personnel and 
Activity, Northwestern University Traffic Insti- 
tute, Evanston, Ill. 

Oct. 10—Eight-week, Basic Training School for Recruits, 
sponsored by Union County Police Chiefs As- 
sociation, Union Junior College, Cranford, New 
Jersey. 

Oct. 10—Five-day, Central Region Traffic Court Confer- 
ence, Northwestern University School of Law, 
Chicago, IL. 

Oct. 17—Four-week Polygraph Examiner Course, Pasadena 
Police Headquarters, Gormac, P. O. Box 2081, 
South Station, Alhambra, Calif. 
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Oct. 24—(through 27) A»iual International Auto Theft 
Investigation Semiaar, sponsored by University 
of Oklahoma and International Association of 
Auto Theft Investigators, combined with Third 
Annual Southwest Auto Theft Investigation Sem- 
inar and with annual convention of IAATI. Open 
to non-members of IAATI. (Seminar will not 
conflict with convention program), Southwest 
Center for Law Enforcement Education, Uni- 
versity of Oklahoma, Norman, Okla. 

Oct. 24—(to Nov. 11) Accident Investigation 
istration and Techniques, Northwestern Uni- 
versity Traffic Institute, Evanston, III. 


Admin- 


Nov. 8—Five-day, Seventh Annual Southwestern Arson 
Investigation Seminar, Southwest Center for Law 
Enforcement Education, University of Oklahoma, 
Norman, Okla. 

Nov. 14—Five-day Work Conference on Latest Lie De 
tection Developments, National Training Cente 
of Lie Detection, 57 West 57th Street, New York 
19, N. Y. 

Nov. 17—Two-day Institute, Arrest-Search-Seizure and 
Detention, Western Reserve University Law 
Medicine Center, Cleveland 6, Ohio. 

Nov. 28—(to Dee. 16) Traffic Law for Police, Northwest- 
ern University Traffic Institute, Evanston, III. 

Nov. 28—Five-day seminar, Law Enforcement Photog- 
raphy, Eastman Kodak Company, Rochester 
i, a Bs 
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Jan. 9—Two-week, Chemical Tests for Intoxication Super 
visors’ Conference, Center for Police Training, 
Indiana University, Bloomington, Ind. 

Jan. 16—Six-week course, polygraph examination tech 
niques and related subjects, Keeler Polygraph 
Institute, 341B East Ohio Street, Chicago, Ill. 

Feb. 16—Three-day, Fourth Annual Oklahoma Institute on 
Juvenile Problems, Southwest Center for Law En- 
forcement, University of Oklahoma, Norman, 
Okla. 

Feb. 20—Five-Day, Training Officers Methods and Audio- 
Visual Conference, Center for Police Training, 
Indiana University, Bloomington, Ind. 

Mar. 6—Three-day, Second Annual Southwestern Poly- 
graph Examiners Clinic, Southwest Center for 
Law Enforcement Education, University of Ok 
lahoma, Norman, Okla. 

Mar. 20—One-week, conference-seminar, Industrial Plant 
Protection Supervisors’ conference-seminar, Cen 
ter for Police Training, Indiana University, 
Bloomington, Ind. 

Apr. 17—Four-week Polygraph Examiner Course, Pasa- 
dena Police Headquarters, Gormac, P. O. Box 
2081, South Station, Alhambra, Calif. 

Apr. 17—Six-week course, polygraph examination tech- 
niques and related subjects, Keeler Polygraph 
Institute, 341B East Ohio Street, Chicago, IIl. 

Apr. 24—Five-day, Police Firearms Instructor School, 
Center for Police Training, Indiana University, 
Bloomington, Ind. 

June 16—3rd Annual, 3-day, Indiana University—Colt’s 
Police Combat Pistol Match, Center for Police 
Training, Indiana University, Bloomington, Ind. 


1960 The Police Chief do I 


oo 


| 
' 
| 





Jul. 17—Six-week course, polygraph examination § tech- 
niques and related subjects, Keeler Polygraph 
Institute, 341B East Ohio Street, Chicago, Ill. 

Sept. 18—Six-week course, polygraph examination tech- 
niques and related subjects, Keeler Polygraph 
Institute, 341B East Ohio Street, Chicago, IIl. 

Sept. 26—Two-week, Police Basic Training School, Cen- 
ter for Police Training, Indiana University, 
Bloomington, Ind. 

Oct. 16—Four-week Polygraph Examiner Course, Pasadena 
Police Headquarters, Gormac, P. O. Box 2081, 
South Station, Alhambra, Calif. 

Oct. 21—Five-day Seminar, Patrol Supervision and In 
termediate Management, Center for Police Train- 
ing, Indiana University, Bloomington, Ind. 

Dec. 5—Five-day Seminar, Police Executive Management, 
Center for Police Training, Indiana University, 


bhetecact | 


alendar ; 


(Officers and members of police organizations are in 
vited to inform IACP Headquarters of their annual meet- 
ings so that they may be listed in this column. Information 
and place, with name of headquar 


Bloomington, Ind. 














should inelude dates 
ters hotel.) 


Aug. 29-31—Wisconsin Chiefs of Police Association, 53rd 
Annual Conference, Hotel Schroeder, Milwaukee, 
Wis. (Secretary, Chief R. J. 
Rapids, Wis.) 


Exner, Wisconsin 


Sept. 11-14—Annual Conference, New England Associa- 
tion of Chiefs of Police, Wentworth-by-the-Sea, 
N. H. (Chief John J. Kirby, Chelsea, Mass, 
Exec. Sec’y). 

Sep. 19-22—International Municipal Signal Association, 
annual conference, Hotel Astor, New York, N. Y. 
(Irvin Shulsinger, Secretary, 130 West 42nd 
Street, New York 36, N. Y.) 

Sept. 20-23—Canadian Association of Chiefs of Police, 
55th Annual Conference, Sherbrooke, Quebec. 
(Chief Edouard Moreau, Police Department, con- 
ference host.) 

67th ANNUAL CONFERENCE OF THE IN- 
TERNATIONAL ASSOCIATION OF CHIEFS 
OF POLICE, Hotel Statler, Washington, D. C. 

Oct. 11-12—lowa State Policemen’s Association, annual 
convention, Hotel Russell Lamson, Waterloo, Iowa. 





Oct. 1-6 


Oct. 17-21—48th National Safety Congress and Exposi- 
tion, National Safety Council, Hotel Conrad Hil- 
ton, Chicago, Ill. 

1961 

Sept. 30-Oct. 5—68th Annual Conference of the Inter- 
national Association of Chiefs of Police, The 


Queen Elizabeth Hotel (La Reine Elizabeth), 
Montreal, Que., Canada. 
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NEW 
MEMBERS 


The following applications for membership in the 
IACP are posted in accordance with provisions of the 
IACP Constitution and Rules, Article III, Section 2 (c) 
and Section 3 (d): 


ACTIVE MEMBERS 


CALIFORNIA 
San Francisco—Laschienski, George W., Major, USAF 
Commander, Det. 1 OSI 42Do APO 928, Manila, PR. 

LeVec, Pierre H., Public Safety Adv. (Training) 
Inter. Cooperation Adm. USOM/Cambodia, APO 
153. 

—Swarthout, Walter E., Public Safety Adv.. USOM 
Vientiane, Laos c/o American Embassy. 

Sebastopol—Pilgrim, John R., Chief of Police. 

Stockton—Canlis, Michael N., Undersheriff, San Joa- 
quin County Sheriff’s Dept. 

CONNECTICUT 
New Haven—McCabe, Edward J, Special Agent in 

Charge FBI. 
Waterbury—Guilfoile, Joseph H., 





Superintendent of 
Police. 
CANADA 
Saskatchewan: Esterhazy—King, Paul Corrick, Chief 
Constable, Esterhazy Police Department. 
FLORIDA 
Sarasota 
ILLINOIS 
Blue Island—Georgantas, Robert William, Lieutenant, 
Illinois State Police. 
Chicago—Conlisk, James B., Jr., 





Scott, Francis L., Chief of Police. 


Chief of Traffic, Chi- 
cago Police Dept. 
—Taplin, Sabin Clark, Chief, Plans & Training Division. 
Provost Marshal Section, 5th U. S. Army. 

INDIANA 

Fort Wayne—Clark, Paul R., Chief of Police. 
KENTUCKY 

Louisville—Bindner, William E. 
MISSOURI 

Overland 
MICHIGAN 

Adrian—Carr, Herbert Charles, Chief of Police. 
NEW JERSEY 

Jersey City 


, Chief of Police. 


Gestrich, John M., Chief of Police. 


Jago, Alfred J., Chief Investigator, Hud- 
son County Prosecutors Office. 
Wildwood—Inglee, Winfield S., Chief of Police. 
NEW YORK 
New York City—Kimmins, William, Assistant Chief 
Inspector, New York City Police Department. 
—Plansker, George H., Inspector, New York City Police 





Department. 
NORTH CAROLINA 
Lincolnton—Tarr, A. E., Chief of Police. 
Marion—Smith, Dewey Wesley, Chief of Police. 
UTAH 
Ogden—Jensen, Golden, Chief of Police. 
EL SALVADOR 
San Salvador—Sigui, Jose Fernando, Mayor, Policia 
Nacional. 
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IRAN 
Tehran—Norouzi, Mohammad Ali, Lt. Col., National 
Police, Traffic Dept. 
IRAQ 
Baghdad—Samarrai, Shakir Mohmood Kamal, Captain, 
Traffic Police Department. 
ITALY 
Verona—Bajona, Michelino, Carabinieri Commando Se- 
taf. 
VIETNAM 
Saigon—Hung, La van, Assist. Insp., Ist Class, Na- 
tional Police Security of S. Vietnam. 


ASSOCIATE MEMBERS 
DISTRICT OF COLUMBIA 
Washington—Latchaw, James, Traffic Consultant, In- 
surance for Highway Safety. 
MARYLAND 
Hyattsville—Agee, Joseph R., Criminal Investigator, 
ith Dist. OSI USAF Bolling Air Force Base. 
NEVADA 
Carson City—Clark, Robert J., Public Safety Adv. Traf- 
fic L.C.A. USOM El Salvador c/o American Em- 
bassy. 
NEW YORK 
New York City—Clancy, Howard C,, Chief of Security, 
Commodore Hotels. 

—Kramer, George R., Dept. of Army, Civilian U. S. 
Army Reg. Unit APO 407, Munich, Germany. 
White Plains—Goodfellow, George, United Nations Ad- 

ministrative Officer. 
IRAN 
Tehran—Bakhtiar, Parvis S., Captain, Iranian Police. 
—Dabiri, Hassen, Captain, Imperial Iranian Gendar- 
merie. 
—Salehian, Esmail, Captain, 
darmerie. 
KOREA 
Chunchon—Chun, Jae Kon, Captain, Hdqts 
Provincial Police, Republic of Korea. 
—Kang, Shin Bum, Captain, Hdqts. Kongwon Provin- 
cial Police, Republic of Korea. 
TUNISIA 
Tunis—Belaifa, Taoufik Bechir, Sergeant, 
Guard Hdqtrs., Rue Arles, Tunis. 


Imperial Iranian Gen- 


Kongwon 


National 





Letters to 


the EDITOR 

















Fatal Accident for Andrew Lee Wade 

It is with deep regret that this department learned 
of the recent and untimely death of Andrew Lee 
Wade, 20, of this city. “Andy,” as he was known 
to his many friends, was returning from a recent trip 
to penal institutions in the midwest when an auto- 
mobile accident claimed his life. 
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POLICE ACADEMY LIBKARY 
7 Hubert St. 

New York 13, N. Y. 

He had been the guest of the wardens at several 
state penitentiaries in pursuing his hobby of criminal 
research. Started when he was in the sixth grade, 
the hobby enabled him to make a wide acquaintance 
among national penal and law enforcement officials 


Through collecting old wanted posters or notices 
of known criminals, he became an authority on the 
history of the most notorious criminals. His collec 
tion is voluminous and will be on display in the new 
Tampa Police Headquarters building in Andy’s mem 
ory. 

It is through the media of The Police Chief that we 
wish to advise Andy’s many friends in police identifi 
cation bureaus, prison supervisors and numerous law 
enforcement officials throughout the United States 
of his tragic death and to convey his family’s thanks 
for the kindness and courtesies extended him in the 
pursuit of his hobby. 

Neit G. Brown 
Chief of Police 
Tampa, Florida 


OUR ADVERTISERS 


Our advertisers make it possible to publish The Police 
Chief, the “Voice of Law Enforcement” which is heard 
throughout North and South America and some 30 other 
countries of the Free World. Our appreciation for this 
tangible support of an important IACP objective — the 
exchange of professional information can be expressed 
by patronizing these advertisers wheneve1 
garding them as our “inner circle” of friends in com 
merce for whom consideration is greatly merited: 


possible, re 


American District Telegraph Co. 19 
American ‘Telephone and ‘Telegraph Co. 13 
Associated Research, Inc. 27 
V. H. Blackinton & Co., Inc. 52 
Colt’s Patent Fire Arms Mfg. Co., Ine. 5 
Creighton Shirt Company, Inc. 33 
W. S. Darley & Company 15 
Faurot, Inc. 9 
Federal Laboratories, Inc. 5] 
Federal Sign & Signal Corp. 25 
Harley-Davidson Motor Co, 7 
IACP - Police Unions Bulletin 15 
IACP - Field Service Division 29 
Metcalf Bros. & Co. 2 
Mydis Corporation (Bonura Fingerprint Spray) — 3 
National Training Center of Lie Detection 35 
F. Morton Pitt Company 37 
Prudential Insurance Company of America 1] 
Remington Arms Company, Inc. 17 
Wm. Simpson, Sons & Co., Inc. 29 
Sirchie Finger Print Laboratories 25 
Sterling Siren Fire Alarm Co., Inc. 37 
C. H. Stoelting Company 35 


Charles C Thomas, Publishe 
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Public safety is your chief concern. Don’t throw away your own life “shooting it out” 
with barricaded criminals. Tear gas will bring them out quickly and without blood- 
shed. The Federal No. 230 Flite-Rite projectile, with its stabilizing fins and balanced 
design will penetrate windows and door panels to put a LOT of tear gas exactly where 


you want it. The Federal No. 201-Z gas gun with its accurately calibrated peep sights 
for 50, 75, and 100 yards, will help you do the job well—and from a safe position. 


These are the Federal No. 201-Z gas gun 
and the Federal No. 230 Flite-Rite pro- 
jectile (shown with fins extended) — the 
world’s most efficient combination for 


==> driving out barricaded criminals. 





Federal also makes a whole arsenal of other night illumination. All projectiles can be pur- 
projectiles and shells which fire from this gun chased loaded with tear gas, sickening gas or 
—projectiles for long range riot control, blast smoke. These devices can make your job a lot 
‘ype shells for use at close quarters, practice easier. We’ll be glad to tell you more about 


shells for training, and parachute flares for them. 


federal, KeborillPries 


SALTSBURG, PENNSYLVANIA 
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HANDSOME “ © po YOU KNOW...” 


MINIATURE 
OR REGULATION 
SIZE BADGES Q. What is a Hi-Light Badge? 


A. A revolutionary new lightweight Blackinton Badge designed for 
featherweight comfort, service and appearance. 


Q. Why was Hi-Light developed? 
A. It was originally designed for use on lightweight summer uniforms, 
but has become extremely popular for year round wear. 


Q. Just how light is a Hi-Light Badge? 
A. A Hi-Light Badge is actually one-third the weight of a conventional 
brass badge, so light you hardly know you're wearing it. 
. What other superior qualities does Hi-Light have? 


- Even though the badge is made from an entirely new feather-light 
metal, it retains the same durability and high quality deep cut pre- 
cision die work that has made Blackinton badges famous. 


. What finishes are available on Hi-Light Badges? 


. Three gleaming finishes, brilliant polished nickel, long-lasting rho- 
dium and rich lusterous gold plate. 


. How can I recognize a Hi- 
Light Badge? 

. Every Hi-Light Badge has the 
Blackinton Hi-Light trademark 
stamped on the back of the 
badge. It’s featherweight and 
this recognized trademark will 
assure you of buying and wear- 
ing the best. 


THE NEWEST 
IN BADGES... 


Ask your equipment supplier or uniform manufacturer 
to show you Blackinton HI-LIGHT Badges 


SEE YOUR BLACKINTON 


BLACKINTON DEALER 








V. H. BLACKINTON & CO., INC. * ATTLEBORO FALLS, MASS. 











